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The problem of this study was to ascertain whether or not 
there were any significant differences in the perceptions of 
employees, board members and union representatives of public school 
unionization and the first Atlanta Public School work stoppage. 
Purpose of the Study 
The Atlanta Public School System's position has given rise to 
the objectives of this study. Specifically, the purposes of this 
study were to: 
1. delineate issues 
2. cite certain findings of reported perceptions 
3. analyze and compare collected data 
4. suggest implications for future labor relations 
Selected Findings 
1. The majority of the respondents perceived collective 
bargaining as being a favorable agreement-making process. 
2. A majority of the subjects agreed that collective 
bargaining seeks to improve and/or change the instructional 
program. 
3. The respondents perceived that management was concerned 
with those supervisory activities that affect the day to 
day activities of the system. 
4. The factors, that the respondents perceived as contribu¬ 
ting to the work stoppage, were the right to negotiate 
with the Atlanta Board of Education and withdrawal by 




5. The majority of respondents perceived unions among public 
school employees as being favorable. 
Conclusions 
The findings of this study concerning the formal operating 
groups (board members, administrators, teachers, classified employ¬ 
ees) within the school system and the union officials warrant the 
following conclusions: 
1. The positions (assignment) of individuals influenced both 
their perceptions of negotiations and their perceptions 
of the Atlanta Public Schools work stoppage. 
2. The perceptions of the respondents in this study formed 
two camps on collective bargaining; this continued 
over the intervening years. On the one hand, board 
members and administrators were joined by classified 
employees to point out the negative impact of collective 
bargaining; whereas teachers and union representatives 
seemed to recognize little harm as coming to the general 
public from collective bargaining and handling it in the 
same way as the private sector. 
3. The respondents perceived that the concerns of management 
were centered in staffing and operating the system whereas 
the concerns of the union centered in employee benefits, 
wages and the condition of work and the right to be in¬ 
volved in decision-making. 
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Respondents perceived that the work stoppage was caused 
by the failure of the Atlanta Board of Education to 
address union concerns, particularly the insistance that 
employees have the right to negotiate and the right to 
the promised salary increase. 
The work stoppage was perceived by all to stimulate 
the Board (1) to take a more active role in employer- 
employee relations, (2) to increase allocation of funds 
for salaries of employees, and (3) to establish a sharing 
in the decision-making process by unions and the Atlanta 
Board of Education. 
Concerning strike support: 
(a) The respondents perceived strong support came from 
other unions (even though it was generally perceived 
that AAE and AFSCME did not have national office 
support) followed by support of citizens and parents. 
(b) The general consensus was that the administrative 
staff held sympathy but not support for the strikers. 
(c) Hostilities were generated between strikers and non¬ 
strikers. 
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During the school year 1975-76, Atlanta felt the tremor of the 
cataclysmic conditions which had befallen some other urban areas. 
The city learned how threatening it is to have schools picketed and 
staff away from work for one day. When the threat of a strike by 
school employees faced the city, some community members pressed the 
Atlanta Board of Education to keep schools open at any cost;Atlanta 
strike leaders were jubilant over this reaction. Conscious of the 
fact that such pressures usually cause the school management team 
to succumb to the larger, financial demands of bargaining agents, 
these organizations felt the Atlanta System would follow true to 
form. Moreover, they felt Atlanta employees understood that 
reprimands against strikers are minor and that the Board could not 
replace an entire work force over night. Organizers felt that 
judges generally decide on settlements instead of judgments for 
either party; that State officials prefer local Boards of Education 
to handle these matters rather than institute State statutes. 
In Atlanta, three unions had confronted the Board on more 
than one occasion on issues of importance to employees. The Atlanta 
Associaton of Educators (AAE) claimed to represent 2,000 of 6,100 
employees with teaching certificates, including those in special 
-1- 
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projects. The Atlanta Federation of Teachers (AFT) reportedly 
represented approximately 1,300 employees in the same category. 
The American Federation of State, County and Municipal Employees 
(AFSCME) claimed a membership of approximately 1,100 of 2,500 
personnel. The combined memberships of the three groups 
included approximately 4,000 of Atlanta's more than 8,500 school 
employees. Board representatives and system staff persons had 
spent many hours in discussion sessions with AFSCME, AAE and AFT 
since September, 1975. 
At the 1975 Chief State School Officers Institute, Superinten¬ 
dent Hanson of Nevada offered this comment, "In the view of most 
local administrators with whom I speak collective bargaining takes 
more time, money and psychic energy than its importance to education 
would seem to warrant. Furthermore, it is more than idle specu¬ 
lation to believe that the ultimate responsibility and effect of 
bargaining could remove fundamental decision-making not only from 
. 2 
administrators but from lay-elected school boards. 
Today in 1980 in Atlanta, Georgia, the establishing of condi¬ 
tions of work and the establishment of salaries in the Atlanta 
^Report to Ü.S. Commission of Education by the Chief State School 




School System is a legislative function; neither the executive 
(Superintendent) nor the legislative body (The Board of Education) 
may delegate such functions to any outside group. The School Board 
remains free to adapt the conditions of employment to the environment 
at any time. However, this legal state can change, as Atlanta and 
Georgia may be engulfed in the same way much of the nation has 
already been captured. According to the U.S. Department of Labor, 
1979, more than 39 states have legislative or permissive collective 
bargaining. 
As the governance of education continues to be debated and as 
the pressures for collective bargaining intensify, the school board 
and administration must insure that education of the youth of 
Atlanta continues as the purpose of Atlanta's elementary, secondary 
and vocational schools. This can only be done if the school board, 
employees and administrators (1) fully apprise themselves of the 
labor relations situation; (2) develop employee-employer 
relations strategies; and, (3) develop strategies that will assist 
in avoiding impasse, negative conflict and chaos. 
Background and Nature of the Study 
The first work stoppage in the Atlanta Public School System 
was on October 13, 1975. The Atlanta Public School System strike 
was brought about by a coalition of AAE and AFSCME and was osten¬ 
sibly to gain a $240.00 raise in salary promised by the Atlanta 
1Ibid. 
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Board of Education. Before the work stoppage on October 13, 1975, 
representatives of the Atlanta Board of Education had spent many 
hours in meetings with AFSCME and had met with AAE formally on two 
occasions. The meetings were for the purpose of discussing union 
proposals submitted to the Atlanta Public Schools. 
Although informal meetings were being held by representatives 
of the Atlanta Board of Education and union representatives, the 
Atlanta Board of Education's position was not to recognize the 
union. The Atlanta Board of Education was adamant in its position 
not to engage in formal collective bargaining even though over 80 
percent of the larger school districts in America (those with over 
25,000 pupils) had agreements with employees as a result of 
collective bargaining.'*' 
A $240.00 across the board raise promised to employees was 
based on an increase in State funds appropriated in March, 1975, by 
the Georgia General Assembly. In August, 1975, a special session 
of the legislature was called to readjust the 1975 budget. The 
result was the withdrawal of the promised revenue increase for 
salary. When the Atlanta Board of Education was notified of the 
General Assembly's action, the Board withdrew the promised $240.00 
^C. Blum, Teachers Unions and Associations (1969), NEA First 
"Annual Survey of Written Negotiation Agreements" (school year 
1966-67) p. 106. 
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raise. This salary raise withdrawal became the catalyst used by 
the coalition for a work stoppage. 
This study is a comparative analysis of the perceptions of the 
employees of the Atlanta Board of Education, of Board members and 
union representatives of that historic day in October when 
employees of the Atlanta Public Schools created a work stoppage. 
This work stoppage changed the relationship between employer and 
employee in the Atlanta Public Schools and the nature and growth 
pattern of the demand for bargaining by employee organizations. 
Implications for future employee-employer relations are analysed as 
it relates to public unionization. 
Evolution of the Study 
The writer became interested in public unionization while 
serving as a technical advisor to the Atlanta Board of Education's 
labor attorney. This attorney served as a spokesman for the board 
in discussion sessions with the unions. The many meetings which 
had been held with the labor unions had been unstructured and 
complicated by the opposing positions taken by the unions and the 
School Board representatives. The union position was that 
collective bargaining in the most positive sense of the word should 
take place. The School Board and its representatives' position was 
that "discussions", not negotiations, take place related to concerns 
of the union. These concerns would later be considered by the Board, 
but under no circumstances would bargaining take place. 
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During the time that the writer served as advisor to the 
Board's labor attorney, he was enrolled in the doctoral program at 
Atlanta University and became interested in this topic for a study 
project. 
In December, 1976, the writer was given the assignment of 
Director of Employee Relations. One of the job requirements of the 
Director of Employee Relations was to serve as spokesman for the 
Atlanta Board of Education in employee discussions. While serving 
in this position, the writer was enrolled in a course, 
Politics of Education, taught by Dr. Kenneth Newby. Dr. Newby was 
working on a special project, "Collective Bargaining: Implications 
for American Schools", funded by the Spencer Foundation. The 
writer was asked by Dr. Newby to serve as technical advisor and to 
share his personal bargaining experiences with Dr. Newby in the 
study. 
The basic idea for this study came as a result of the 
involvement with Dr. Newby, but was reinforced in a discussion with 
Dr. Alonzo A. Crim, Superintendent, Atlanta Public School System, 
when he suggested in an evaluation session that the writer develop 
a model for dealing with collective bargaining that would be 
acceptable to both the union and the Board of Education and not in 
the traditional mode. That conference was the beginning of this 
study. The final study was refined in conference with the writer's 
advisor and committee members. 
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Contribution to Educational Knowledge 
The writer feels that this research can contribute to the body 
of knowledge of labor relations in education and specifically 
within the Atlanta School System. It is further felt that an 
insight into the perceptions of Atlanta Board of Education 
employees relative to public unionization will enable the Board of 
Education and the administration to establish a paradigm for input 
into decision-making that will enhance working conditions for 
employees of the Atlanta Board of Education. The findings of this 
study will provide data for school Board officers relative to 
employee perceptions of a work stoppage, the bargaining process and 
labor relations in educational institutions. 
Statement of the Problem 
The problem of this study was to ascertain whether or not 
there were any significant differences in the perceptions of 
employees, board members and union representatives of public school 
unionization and the first Atlanta Public School work stoppage. 
Purposes of the Study 
The Atlanta Public School System's position has given rise to 
the objectives of this study. Specifically, the purposes of this 
study were to: 
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1. delineate issues 
2. cite certain findings of reported perceptions 
3. analyze and compare collected data 
4. suggest implications for future labor relations. 
Research Questions 
1. What were the perceptions of the subjects of this study 
toward collective bargaining? 
2. What were the perceptions of the subjects toward the effect 
of collective bargaining upon the school program? 
3. How did the groups perceive the concerns of management 
and unions? 
4. What were the factors contributing to the work stoppage 
as perceived by the subjects of this study? 
5. What were the perceptions of subjects toward unions 
among public school employees? 
Hypotheses 
1. There are no significant differences between male and 
female subjects in their perception of the causes and 
effects of the Atlanta Public Schools work stoppage. 
2. There are no significant differences between the subjects 
grouped according to marital status in their perceptions 
of the causes and effects of the Atlanta Public Schools 
9 
work stoppage. 
3. There are no significant differences between the subjects 
grouped according to their education in their perceptions 
of the causes and effects of the Atlanta Public Schools 
work stoppage. 
4. There are no significant differences between the subjects 
grouped according to job assignment at the time of the 
work stoppage in their perceptions of the causes and 
effects of the Atlanta Public Schools work stoppage. 
5. There are no significant differences between the sub¬ 
jects grouped by current job titles in their perceptions 
of the causes and effects of the Atlanta Public Schools 
work stoppage. 
6. There are no significant differences between the subjects 
grouped by annual salary in their perceptions of the 
causes and effects of the Atlanta Public Schools work 
stoppage. 
7. There are no significant differences between male and 
female subjects in their perceptions of negotiations in 
public schools. 
8. There are no significant differences between the subjects 
grouped according to marital status in their perceptions 
of negotiations in public schools. 
9. There are no significant differences between the subjects 
grouped according to education in their perceptions of 
negotiations in public schools. 
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10. There are no significant differences between the subjects 
grouped according to job assignment at the time of the 
work stoppage in their perceptions of negotiations in 
public schools. 
11. There are no significant differences between the subjects 
grouped by current job titles in their perceptions of 
negotiations in public schools. 
12. There are no significant differences between the subjects 
grouped according to annual salary in their perceptions 
of negotiations in public schools. 
Limitations of the Study 
1. This study is limited to selected members of the Atlanta 
Board of Education, selected representatives of AFSCME, 
selected representatives of AAE, selected representatives 
of the administration of the Atlanta Board of Education, 
selected representatives of members of AFSCME and selected 
representatives of members of AAE. 
2. The choice of the instrument used to gather information, 
the questionnaire for the interview, further limits the 
study but does not preclude nor invalidate the basic 
research. 
11 
3. Because of the limited number of subjects and the particu¬ 
larity of the subjects to the situation, the conclusions 
and inferences cannot be generalized beyond the groups 
studied. 
Assumptions 
The assumptions which have been made in this study are as 
follows: 
1. The Board members, employees, administrators and union 
representatives who comprise the sample population are 
representative of the characters involved. 
2. Boards of Education are interested in maintaining autonomy 
of action in all matters related to decision-making. 
Definition of Terms 
The terms pertinent to this research are defined as follows: 
1. AAE: Atlanta Association of Educators, an affiliate of the 
National Education Association. Its membership consists of 
teachers, paraprofessionals and administrators. 
2. AFSCME: American Federation of State, County and Municipal 
Employees, the Atlanta local affiliate is known as AFSCME 
Local 1644. Its membership consists of classified employees 
below the level of supervisor. 
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3. AFT: Atlanta Federation of Teachers, an affiliate of the 
American Federation of Teachers. Its membership consists 
of teachers, paraprofessionals, and secretaries. Admini¬ 
strators are denied membership. 
4. Board: School Board of Education, the governing board of a 
local school system, established by state statutes. 
5. Certificated Employee: Any employee who occupies a position 
which requires State certification as a qualification for 
performance of that job or an employee who is paid from a 
certificated salary scale. 
6. Certification: Official recognition by the Atlanta Board of 
Education that an employee organization is, and shall remain, 
the exclusive representative for all of the employees who are 
members of that organization. 
7. Classified Employee: Any employee who occupies a position 
that is certified by Civil Service and does not require a 
State certificate as a qualification of that job. 
8. Collective Bargaining: The performance of the mutual obliga¬ 
tions of the public employer and the exclusive representative 
to meet at reasonable times and locations to confer and 
negotiate in good faith, and to execute a written contract 
embodying any agreements reached, except that by any such 
obligation neither party shall be compelled to agree to a 
proposal, or be required to make a concession. 
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9. Collective Bargaining Agreement or Contract: A formal written 
document or instrument setting forth all agreements reached 
between an employer and the exclusive representative of a 
bargaining unit. 
10. Concerted Activities: Activities undertaken jointly by em¬ 
ployees for the purpose of union or association organi¬ 
zation, collective bargaining or other mutual aid or 
protection. 
11. Employee Organization: Any organization which includes em¬ 
ployees of a public school employer; which has as one of 
its primary purposes representing such employees in their 
relations with that public school employer. “Employee 
organization" shall also include any person such an organi¬ 
zation authorizes to act on its behalf. 
12. Exclusive Representative: The employee organization recognized 
or certified as the exclusive negotiating representative of 
certificated or classified employees of a public school employer. 
13. Fringe Benefits: Terms used to encompass items such as vaca¬ 
tions, holidays, insurance, medical benefits, pensions, leaves 
and other similar benefits that are given to an employee by 
the employer. 
14. Good-faith Bargaining: The type of bargaining an employer and 
an employee bargaining organization must engage in to meet 
their bargaining obligation. The parties are required to meet 
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at reasonable times and locations to bargain in good faith 
with respect to matters within the scope of bargaining. 
Neither party, however, is required to agree to a proposal or 
to make a concession. 
15. Grievance: An employee complaint; an allegation that an 
employee's rights' have been violated or that he has been 
denied due process. 
16. Joint Bargaining: Process in which two or more unions join 
forces in negotiating an agreement with a single employer. 
17. Management Employee: Any employee in a position having signi¬ 
ficant responsibilities for formulating system policies or 
administering system programs. Management positions shall be 
designated by the public school employer. 
18. Management Prerogatives: From management's viewpoint, 
"the right to manage"; the right of management to make certain 
decisions and take certain actions without notification to, 
consultation with, or negotiation with the employees. 
19. Meeting and Conferring: Meeting, conferring and discussing 
by union representatives and the public school employer in a 
good faith effort to reach agreement on matters within the 
scope of representation and the execution of a written 
document incorporating any agreements reached, which document 
shall, when accepted by the exclusive representative and the 
public school employer, become binding upon both parties. 
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20. Negotiating Team: Team of a union or an employer management 
team selected to negotiate or discuss conditions of work and 
salary. 
21. Public School Employee: Any person employed by any public 
school employer in a classified, certificated or non-classfied 
position except persons elected by popular vote and management 
employees. 
22. Public School Employer: The governing board of a school system, 
a school district or board of education. 
23. Recognition: An agreement by an employer to accept and treat 
an employee organization as the sole representative for a 
group of designated employees. 
24. Work Stoppage: An employee's refusal,in concerted action with 
others, to report to duty, or his willful absence from his 
position, or his stoppage of work, or his abstinence in whole or 
in part from the full, faithful, and proper performance of the 
duties of employment, for the purpose of inducing, influencing, 
or coercing a change in the conditions, compensation, rights, 
privileges, or obligations of employment, or for the purpose 
of obtaining recognition as collective bargaining agent, or to 
bring attention to the failure to settle a grievance. 
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25. Supervisory Employee: Any employee, regardless of job 
description, having authority in the interest of the employer 
to hire, transfer, suspend, lay off, recall, promote, discharge, 
assign, reward or discipline other employees, or the responsi¬ 
bility to assign work to and direct them, or to adjust their 
grievances, or effectively recommend such action, if, in con¬ 
nection with the foregoing functions, the exercise of such au¬ 
thority is not of a merely routine or clerical nature, but 
requires the use of independent judgment. 
Method of Research 
The Descriptive Survey method of research was used in this 
study. Information for the study was gathered by use of a 
questionnaire which was mailed to 760 employees of the Atlanta 
Board of Education, 13 members of the Atlanta Board of Education 
and 10 Union Representatives (see Chapter III for detailed 
description). 
Subjects 
The subjects of this study are school board members of the 
Atlanta Board of Education, the Superintendent's cabinet, AAE, AFT, 
AFSCME, a randomly selected sample of School Administrators, 
Teachers, and Classified Workers, (see Chapter III for detailed 
description). 
CHAPTER II 
REVIEW OF THE LITERATURE 
Historically, unionism among government employees began in the 
1830's, as craftsmen employed by the federal government joined 
craft unions which served those employed by private industry.1 
This type of unionism, like unionism in the private sector, faced 
strong opposition judicially. For example, the first labor decision 
in America held that a strike for higher wages constituted a 
2 
criminal conspiracy. In the mid-nineteenth century a significant 
change took place. The Massachusetts Supreme Court refused to apply 
3 
the criminal conspiracy doctrine to employees who were on strike. 
By the turn of the nineteenth century, the courts began to issue 
injunctions prohibiting not only strikes, but picketing as well.^ 
^Michael H. Moskow, "Collective Bargaining for Public School 
Teachers", Labor Law Journal, XV, (December, 1972), 893-896. 
2 
Commonwealth v Pull is, Philadelphia Cordwainers Case [93 Doc. 
His. of Am. Ind. Soc. 59 2nd ed. Cammons 1910 Philadelphia Mayors 
Court, 1806]. 
^Commonwealth v Hunt, 45 Mass. (4 Met.) Ill, 38 Am. Dec. 346 
(1842). 
^Vegelahn v Gunter, 267 Mass. 92, 44 N.E. 1073 (1896). 
-17- 
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In the years that followed, the private industrial labor 
movement forged ahead to become a bulwark of America's industrial 
system. This emergence was capstoned by this movement attaining the 
right to bargain collectively in the adoption of the 1935 National 
Labor Relations Act.'*' In the private sector, the legislation 
protected the employer's right, vis-a-vis the union, by prescribing 
rules of fair play for the employers and the unions. 
Advent of Public Sector Unionism 
Observing the success in the private sector, the public sector 
workers did not fail to challenge the distinction drawn by the 
courts between private and public sectors. Margaret Haley, 
expounding on "Why Teachers Should Organize", strongly urged public 
school teachers to "recognize that their struggle to maintain the 
efficiency of schools through better conditions for themselves was 
part of the same great struggle which manual workers had been 
making for humanity through their efforts to secure better living 
2 
conditions for themselves and their children." 
■'"National Labor Relations Act, 47 Stat. 449, as amended, 29 
U.S.C.1970. 
2 
Margaret Haley, "Why Teachers Should Organize," paper presented 
at the National Education Association, Philadelphia, Pa., 1904. 
19 
The reasons for the slow progress in unionism among public 
sector employees was principally due to the concepts of sovereignty 
and its offspring-- the doctrine of illegal delegation of power. 
These arguments are best illustrated by the following report from 
the American Bar Association: 1) The fixing of conditions of work 
in the public service is a legislative function; 2) Neither the 
executive nor the legislature may delegate such functions to an 
outside group; 3) The legislature or executive must be free to 
change the conditions of employment at any time.^ 
Thus, the doctrine of sovereignty, applied to labor relations 
in the public education sector or anywhere in the public sector, 
"is the proposition that public employees probably cannot organize 
. . 2 
for the purpose of collective bargaining. 
Together with illegal delegation of power, the doctrine of 
sovereignty forms a formidable construct. The power is illustrated 
in Railway Mail Association v Murphy and Railway Mail Association v 
Corsi: 
^American Bar Associate Report (1958, p. 128). 
2 
Committee on State Labor Law and Public Employee Bargaining, 
Annual Report: 1975 Report of the American Bar Association Committee on 
State Labor Law and Public Employees. 1975, p. 201. 
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To tolerate or recognize any combination of civil service 
employees of the government as a labor organization or union 
is not only incompatible with the spirit of democracy, but 
inconsistent with every principle upon which our government is 
founded. Nothing is more dangerous to the public welfare than 
to admit that hired servants of the state can dictate to the 
government the hours, the wages, and conditions under which 
they will carry on essential services vital to the welfare, 
safety, and security of the citizen. To admit as true that 
government employees have power to halt or to check the 
foundations of government, unless their demands are satisfied, 
is to transfer to them all legislative, executive and judicial 
power. Nothing would be more ridiculous. 
Official Recognition 
The acknowledged breakthrough came in 1961. This forerunner 
for contemporary bargaining occurred when the United Federation of 
Teachers in New York City was recognized as the exclusive 
bargaining agent for public school teachers. Previous to this, 
strikes by public employees, the right of public employees to form 
and join unions, and the authority of public employers to recognize 
and negotiate with unions had been questioned. Another factor 
adding to the development of bargaining in public education was the 
■'■Railway Mail Assocation v Murphy, 180 Mise. 868, 875, 44 N.Y.S., 
1949. 
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decision in Norwalk Teachers' Assocation v Board of Education of 
the City of New York. For the first time, teachers could organize 
and bargain in the absence of statutory prohibition. Norwalk was 
the signal of change. Six years later, the American Bar Assocation 
reflected that a "government which imposed upon private employers 
certain obligations in' dealing with their employees, may not in 
good faith refuse to deal with its own employees on a similar 
? basis. 
Further momentum was gained for public employees when, on 
January 17, 1962, President John F. Kennedy issued Executive Order 
10988 which extended the rights to organize and bargain 
3 
collectively to federal employees. Executive Order 10988 was far 
more comprehensive than its earlier State counterparts. Its most 
important accomplishment was establishing a framework for 
■'"Norwalk Teachers' Assocation v Board of Education of Norwalk 138 
conn. 269, 83A 2d 482 (1951). 
2 
Committee of Labor Relations Law Report;"1955 Report of 
the American Bar Association Committee Section of Labor Relations Law," 
(Washington, D.C., 1955), p. 89. 
^U.S. President, Executive Order,"10988" (3 C.F.R. 521 Comp. 
1969-1963, 5 U.S.C. sec. 631, 1964). 
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management-employee relations similar to the one prevailing in the 
private sector under NLRA.^- The order accomplished the following: 
1. it recognized the right of federal employees to 
engage in collective bargaining; 
2. it set forth methods for defining the appropriate unit; 
3. it defined the scope of bargainable subjects while pro¬ 
hibiting specified actvities by management and labor 
organizations. 
Since the establishment of Executive Order 10988, Executive 
? 
Order 11491 has superseded it. Executive Order 11491 aligned 
labor-management relations in the federal sector closely with 
labor-management relations in the National Labor Relations 
Act-regulated private sector. (Executive Orders 11787 and 11838 
have amended Executive Order 11491.) 
Since the establishment of collective bargaining on the 
federal level for public employees, some recent state laws have 
appeared which pattern themselves along the lines of Executive 
Order 10988 and the National Labor Relations Act. These state laws 
provide for the following: 
1Ibid. 
^U.S. President, Executive Order,"11491" (3 C.F.R. 191 Com. 1969, 
5 U.S.C. sec 7301, 1970. 
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1. establishment of criteria for defining the 
appropriate collective bargaining unit; 
2. provide for the exclusive recognition of bargaining 
agents; 
3. define the scope of negotiable subjects; and, 
4. designate particular activities unfair labor practices. 
[For examples, see N.Y. Civ. Ser. Law, sec. 200-214 (McKinney Supp. 
1972) and Wis. Stat. Ann, sec. 11.80-11.94 (Supp. 1972)].1 
More than thirty states have enacted statutes which provide 
for at least some type of collective bargaining between public 
employers and their employees. Of this number, not less than 
twenty-five states have legislation defining the scope of 
collective bargaining for various groups of state and municipal 
employees in similar or identical language to that used in the 
National Labor Relations Act. 
Within the last few years, labor realtions policy in the 
public sector was being developed by the courts, by the 
legislature, and by executive order. For example, the Florida 
Supreme Court in Dade County Classroom Teachers Association v 
Legislature of the State of Florida, addressed itself to the 
■^Michael H. Moskow, "Collective Bargaining for Public School 
Teachers," pp. 893-896. 
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question of compelling the state legislature to enact standards or 
guidelines regulating the right of collective bargaining by public 
employees as guaranteed by the State Constitution.1 Legislative 
development for public employees has occurred in more than thirty 
states (U. S. Department of Labor, 1974). In fact, California 
(Articles 5, commencing with sec. 13080 of Education Code) has 
recently amended its public bargaining laws; while Iowa has recently 
2 
passed a bargaining law. Public bargaining laws have also devel¬ 
oped by executive order. In Illinois, Executive Order No. 6 was 
promulgated by the state governor. It guarantees collective bar¬ 
gaining rights for public employees. 
Thus, what were once deemed sovereign prerogatives of 
government are now subjects for union-management negotiation. 
Indeed, the concern of state courts and legislatures which have 
collective bargaining laws has shifted to the many problems and 
questions surrounding the implementation and enforcement of 
collective bargaining laws. Such problems as unit determination, 
subjects of bargaining, arbitration, and unfair labor practices all 
pose unique problems for education in each such state. 
^ade County Classroom Teachers Association v Legistature of the 
State of Florida, 269 So. 2d 684 Supreme Court of Florida 1972. 
^W. C. Hall, "Growth of Teacher Contracts: 1966-1973", Negotiations 
Research Digest, Vol. 7, No. 5,(Research Division, National Education 
Association of the United States), January, 1975, p. 13. 
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Impact of Collective Bargaining 
There are several studies of the impact of unionization on 
public school wage rates for teachers. Thornton, in a study of 83 
unionized school districts in 1969-1970 with populations of more 
than 100,000, found salary increases up to 23 percent at the 
highest step.^ Lipskyand Drotning in a study on the influence of 
collective bargaining on teachers salaries, found overall increases 
? 
of fifteen percent due to bargaining. 
The study also found the following: 
1. Teachers' salaries appear to depend on both the districts' 
ability and willingness to pay; 
2. The presence or absence of a bargaining contract had a 
significant effect on salaries in small school districts 
with enrollment figures between 1000 and 2000 pupils; 
3. Teachers who initiated bargaining in 1968 gained salary 
increases about 15 percent greater than those of teachers 
who did not bargain; 
4. Teacher unionism was initiated in school districts where 
higher salaries were already paid. The effect of bargain¬ 
ing was to increase the existing favorable differential, 
especially in small town districts, at higher salary steps 
C. A. Thornton, "The Effect of Teachers' Organization on 
Salaries", Quarterly Review of Economic and Business, Winter, 1971, 
p.63. 
2 
D. B. Lipsky and J. E. Drotning, "The Influence of Collective 
Bargaining on Teachers' Salaries in New York State," Industrial and 
Labor Relations Review, Vol. 27, October, 1973., p. 26. 
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R. B. Victor in an unpublished work in February, 1972 showed 
empirical results which indicated that unionism played a 
significant role in raising teacher salaries. The estimates of 
the total effect of unions and the imposition of formal collective 
bargaining laws was a 12 to 14 percent wage increase for 11 major 
American cities over thé span of 1966-1973.^ 
In a comprehensive study entitled, "Managing Local Government 
Under Union Pressure" (Brookings Institution, 1972), Stanley 
reported the following findings: 
1. Unions have had little effect on hiring, primarily because 
their interests lie in other areas. 
2. There has also been a minimal effect on promotion policy, 
but unions have expressed interest in moving into this 
field with respect to limiting competition, determining 
the type of exams administered, making seniority an 
important factor, etc. 
3. There is also little interest on the part of union in 
training procedures, but it is likely that training will 
become more important as professionals such as teachers 
move into unionization. 
4. Grievances have been of prime interest and there has been 
an increase in both the number of grievances filed and the 
formality of handling them. 
5. Unions have made less progress in discipline because they 
rely on the Civil Service to protect them; some discipline 
problems are handled through grievance procedures. 
6. Wages have been the overriding concern of union efforts. 
7. Hours have not been an issue except for firefighters. 
8. Overtime and special pay arrangements have been 
1iberalized. 
^W. C. Hall and N. E. Carroll, "The Effects of Teacher's Organi¬ 
zations on Salaries and Class Size," Industrial and Labor Relations 
Review, Vol. 26, January, 1973, pp. 834-841. 
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In conclusion, Stanley notes that "public officials often miss 
opportunities to bargain hard, and merely use a defensive strategy 
to respond to union demands."^ 
Perry and Wildman note that one of the impacts of collective 
bargaining on education is to force administrative personnel to 
become management in' a bureaucratic sense. In their study 
entitled, "The Impact of Negotiation in Public Education: The 
Evidence from the Schools" (1970), the following observations are 
made. 
1. In the absence of collective bargaining, short run ability 
to pay has been generally defined by boards of education 
as the total resources of the state and/or local community 
which would or could be expected to make available. 
2. The appearance of collective bargaining in the districts 
studied was generally accompanied by a complete rejection 
of "ability to pay" as a valid basis for salary determina¬ 
tion. Instead, the teacher organizations advocated the 
compensation be set on the basis of comparative salaries 
and the cost of living. 
3. In all case studies, some reduction in the overall quality 
of the educational program was required to finance in¬ 
creased teaching compensation. In most of the districts, 
conflict over the size of the total compensation package, 
rather than independent of or subsequent to the resolution 
of such conflict. 
4. Basic salaries were the most consistent source of overt 
conflict between teacher organizations and school manage¬ 
ment in the systems studied. Salaries were also the pri¬ 
mary or only focal point in the threat and exercise of 
teacher power in those systems. 
5. The threat or exercise of power by teachers forced the 
boards of education in question to consider more heavily 
the desires and satisfactions of the teachers in the 
system in the allocation of compensation resources. The 
practical effect of this change was to add equity, as 
^G. Stanley, "Managing Local Government Under Union Pressure," 
The Brookings Institute, 1972, p. 84. 
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defined through the political process within the teacher organ¬ 
ization, to efficiency, as defined by the labor market, as the 
basis for decisions regarding the structure of teacher compen¬ 
sation. 
6. The establishment of a formal collective bargaining relation¬ 
ship changes the structure of the decision-making process in a 
local school district. It serves to create a basic cleavage 
between the teachers as a group and those who supervise and 
employ them, and to change the extent to which conflict is the 
focus of interaction between teachers and school management. 
7. Collective bargaining creates a presumption in favor of compro¬ 
mise and accommodation which provides teachers with a partial 
veto over management decisions. Collective bargaining also 
serves to augment the political and economic power of teachers 
and to substitute such power for rational persuasion as the 
basis for teacher participation in decision-making. 
Finally, recent figures published by the U. S. Department of 
Labor show 898 school district strikes in the past five years, 
involving 505,000 workers--and accounting for more than 5 million 
man-days lost. The issues that led to these strikes were pinpointed 
by the Labor Department. Strikes over wages are far and 
away the most numerous. During a five year period (1970-1974) pay 
disagreement led to 617 of the 898 total number of strikes. Union 
organization and security was the second most prevalent reason. 
Job security was next. It is projected that strikes over 
2 
job security are to increase in number. 
^C. A. Perry and W. A. Wildman, "The Impact of Negotiation in 
Public Education: The Evidence from the Schools", Phi Delta Kappan 51 
(April, 1970): pp. 415-19. 
2Ibid. 
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In the years that followed, state after state passed laws 
permitting collective bargaining. These laws were of two types 
1) mandating collective bargaining and establishing the parameters 
for bargaining and, 2) making collective bargaining permissive. 
There were also many states that passed meet and confer laws.'*' 
There is a case in Georgia, a very important superior court 
decision, which may be related to the question of public school 
negotiations. The case is Chatham Association of Educators, Teacher 
Unit et. al. v Board of Public Education for the City of Savannah 
and the County of Chatham. 
Chatham Association of Educators, Teacher Unit, Dewey Lee, 
president of the Association, and Daniel W. Wright, Jr. , its chief 
negotiator, in their individual capacities and as a class repre¬ 
senting the teachers employed by the City of Savannah and the County 
of Chatham, brought a complaint against the board, and alleged: 
The board created by law to operate all of the public schools in 
Chatham County. The association was recognized by the board as the 
winner of the teacher-representation election. The association 
negotiated a master contract with the board, executed January 14, 
1972, and to remain in effect until June 30, 1973. After months of 
negotiation, the board adopted a resolution on August 15, 1972, 
which amended its budget to grant the association the right to allo¬ 
cate $339,600 as increased economic benefits among the board's pro¬ 
fessional employees. The resolution also provided that the associ- 
1Ibid. 
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ation can allocate at least one-third of any general, non-earmarked 
income to the board not shown in the adopted budget. In August, 
1972, the teachers voted to ratify the resolution, and to apply 
one-half of the $339,600 to an insurance program and the other half 
to direct salary increments on an index scale which recognizes 
longevity and educational and qualification advancements. The 
association selected an insurance program, informed the board thereof, 
and requested that funds be made available for implementation of the 
insurance program effective February 1, 1973. The board has refused 
to make the funds available pursuant to its resolution. 
The State Board of Education has the authority to administer 
the state funds allocated to the local schools. Code Ann. sos 
32-408 (Ga. L. 1961, pp. 39,40). The local boards have no autho¬ 
rity to divert these funds. 
The school system operated by the board is an independent 
school system which is charged with the duty of levying local taxes 
for the support of the schools of Savannah and Chatham County, 
and is given control and management of the schools within the 
system. Constitution, Art. VII, Sec. XII, Par. I (Code Ann. sos 
2-7501); Ga. L. 1886, p. 309; Code Ann. Ch. 32-6 (Ga. L. 1964, 
p. 3 et seq.). 
Without specific legislative authorization, a school board 
has no authority, by contract or otherwise, to delegate to others 
the duties placed on the board by the Constitution and laws of 
Georgia. 
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The trial judge correctly concluded that the contract and 
resolution were void, being illegal attempts by the board to dele¬ 
gate its powers and authority to provide the conditions of employ¬ 
ment of its teachers and to determine the manner in which the public 
funds for the operation of the schools shall be allocated. 
The association could not enforce the void contract and reso¬ 
lution and the trial judge did not err in dismissing the complaint. 
Judgement affirmed. All the Justices concur.1 
The following summary table gives an update of states with 
mandatory laws fully or partially covering education personnel. 
Chatham Association of Educators, Teacher Unit et. al v 
Board of Public Education for the City of Savannah and the County 
of Chatham, 28582, 231 806, Superior Court of Georgia (1974). 
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SUMMARY TABLE 
States with Mandatory Laws Fully or Partially Covering 
Education Personnel 

















Alaska ♦Nevada California New Hampshire 
Cal i form'a New Hampshire +Florida New Jersey 
+Florida New Jersey Hawaii New York 
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Indiana +North Dakota +Iowa Oregon 
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Maine Oregon ^Maryland1 Rhode Island 
^Maryland Pennsylvania Massachusetts ♦South Dakota 
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SUMMARY TABLE cont. 
States With No Mandatory Collective Bargaining Laws 




















CB = Collective Bargaining. The process which requires of two 
parties, the employer and the designated employee 
collective bargaining agent, that they perform mutual 
obligations aimed toward the arrival of a written and 
binding contract. 
MC = Meet and Confer. The process which requires of two 
parties, the employer and the employee, that they consult 
together on matters defined by law. Binding contracts 
and binding arbitration are not generally required.^ 
+ * 
"Right to work" state Shown as meet and confer in prior chart; 
reclassified on advice of Maryland consultant. 
12 of 23 counties covered. Baltimore has separate procedures. 
2 
Community colleges or two-year instituions only. 
3 
Maine Maritime Academy excluded. 
4 
All state university personnel excluded. 
1 Collective Bargaining Update, Vol. 40, (January, 1976) p. 409. 
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K-12 Employees serving kindergarten through grade 12. PS 
Employees serving at the college and university level. CC 
Employees serving at the community college, or two-year 
instituion, level. 
Power Realignments 
As previously stated, according to author Allen W. Smith, the 
most important development in public education during the past 
decade has been the rapid expansion of collective negotiations.^ 
These negotiations are accounting for both marked changes in the 
working relationships between the various levels of school 
personnel and the thrust by teachers to have a greater influence on 
? 
how schools are operated. 
The essential thrust and desired effect of teachers' 
organizations seems to be an attempt to achieve shared control over 
policy formulation and administrative decision making. This 
attempt to achieve shared control has directly affected middle 
management because it is at this level that adminstrators must deal 
3 
directly with employees. 
^Allen W. Smith, "Have Collective Negotiations Increased Teachers' 
Salaries?" Phi Delta Kappan 54 (December, 1972): pp. 268-70. 
2 
Robert E. Doherty and Walter E. Obérer, Teachers, School Boards, 
and Collective Bargaining, (Ithaca, New York: Ayoga Press), 1967. 
pp. 84-92. 
3 
Thomas A. Shannon, "The Principal's Management Role in Collective 
Negotiations, Grievances and Strikes." Journal of Secondary Education 45 
(February 1970) pp. 51-56. 
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One of the consequences of power realignments has been the 
loss of power by the school principal. When teachers negotiate or 
bargain on issues such as class size, promotion, assignments, 
transfers, length of school-.day, and similar issues, the discretion 
of the principal is curbed. 
In many cases the bargaining realtionship has resulted in a 
substitution of decentralized decision-making for centralized 
decision-making.2 3 
Wesley A. Wildman feels that the initial consideration in the 
power realignments is "not that unilateral control will be 
diminished with bargaining but is rather who, at what level of 
authority within the organization, will have the crucial function 
of managing, and adapting the organization to, the new relation- 
3 
ships which bargaining brings." 
■^Bernard C. Watson, "The Role of the Principal in Collective 




Wesley A. Wildman, "Implications of Teacher Bargaining for School 
Administration," Phi Delta Kappan 46 (December 1964): pp. 152-58. 
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If management sees a dilution of its authority imminent as a result 
of the bargaining process, and abdicates or is unable to control the 
new bargaining relationship which is threatening its prerogatives, 
managements' effectiveness and leadership potential are likely to be 
diminished.^ On the other hand, if the supervisor must share some 
degree of previously unilaterally exercised authority but is 
ultimately responsible for representing various interests in the 
new relationship and plays an indispensable role in the negotiating 
process, his status and functional potential within the organization 
2 
are more likely to be enhanced than eroded. 
Efforts to reduce or eliminate the power struggles resulting 
from negotiations which affect middle management have resulted in 
at least one alternative plan. As an alternative to negotiations 
or collective bargaining, Dunn and Stafford have developed a 
3 collaborative leadership model. 
The process involves intergroup interaction and involvement 
whereby representatives of the educational hierarchy coopera¬ 
tively accept the responsibility for policy and program 
decisions, thereby producing an integrated power-equalization 
structure. In this 'power-equalization model,' problems, 
issues, policies, decisions, and joint tasks are designed and 





Lloyd S. Michael, "The Principal and Trends in Professional 
Negotiations," NASSP Bulletin 52 (May, 1968): pp. 105-109. 
4Ibid. 
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This model illustrates the fact that steps are being taken to 
check or reverse the present trends in negotiations which are 
resulting in recognizable power struggles. 
At this time there appears to be no clear-cut pattern of 
individual or group reactions to the new developments resulting 
from negotiations. Certain principals feel that if they remain 
calm and resolute, things will return to "normal." Some openly 
resist the changes and vow they will never accept them, while 
others have adopted a "wait and see" attitude.^ 
The prudent reaction of anyone in an organization whose 
authority is threatened by the advent of collective bargaining 
should be: "How do I adjust the role of myself and others in the 
administration to the new process so that I maintain fully 
effective avenues for the exercise of professional and 
2 
administrative leadership which it is my obligation to provide?" 
Implications for the Future 
The impact of collective negotiations on management described 
thus far is a reality and is being dealt with in today's educational 
world. But what can principals reasonably expect for the future? 
■^Bernard C. Watson, "The Role of the Principal in Collective 




"There is evidence from a number of school systems that 
principals and other supervisory personnel are beginning to unite 
in special organizations as a means of securing a stronger voice 
in decision-making."1 2 3 4" In several states, principals' organizations 
have attempted to form state-wide groups to represent their own 
2 
point of view. 
One thing seems certain: the principal must represent his 
own interests on such bread-and-butter issues as salary and tenure. 
He must learn to take advantage of the provisions of negotiated 
agreements in the same way that teachers take advantage of them. . 
. .When the principal recognizes and accepts the fact he will be 
free to concentrate on what should be one of the most important 
concerns--the fostering of collegial methods for attacking and 
solving educational problems. The principal who is to be 
successful must direct his energies toward the complete utilization 
of the talents and resources of his staff, irrespective of his 
attitude toward the new variables introduced by collective 
negotiations. 
According to Richard A. Dempsey, the role of the school 
principals is being threatened because principals themselves have 
had to be more concerned with things other than defining their role 
and responsibility in the light of collective bargaining 
4 




3Ibid., pp. 240, 242. 
4Richard A. Dempsey, "Principals and Negotiations," NASSP 
Bulletin 59 (March, 1975) pp. 60-63. 
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1. Principals need to look inward to redefine their role. 
2. Principals must stop being bystanders to the negotiations 
process. 
3. The NAESP and NASSP should look at the results of collec¬ 
tive negotiations, and take a position to reestablish the 
principal's position. 
4. Principals organizations should develop a professional 
model of their own design for negotiation with boards of 
education. 
5. NAESP and NASSP should work through colleges and univer¬ 
sities to establish preservice and inservice programs to 
help principals understand the negotiations problems in 
the most positive manner possible. 
Research done by Gene P. Chandler in the Atlanta Public Schools 
to determine the attitudes of a selected group of Atlanta principals 
toward the collective bargaining process is related to this study. 
Dr. Chandler concluded in his study that: 
1. Collective bargaining will force school boards and 
administrators, especially principals, to share their 
decision-making authorities. 
2. Collective bargaining will force school board members 
to be more efficient in performing their duties by being 
better informed about school district operations, and 
taking a more aggressive role in planning, goal setting, 
priority setting and the like. 
3. Collective bargaining will reduce services provided for 
children because it will not encourage allocation of funds 
to services that benefit children, and will force a dis¬ 
proportionate share of school funds into teachers salaries 
and benefits. 
4. Collective bargaining will increase the local tax burden 
of citizens, but will not prompt teacher organizations to 
be more responsive to the public's wishes, and will not 
result in better public understanding of school district 
operations. 
5. Principals want to protect their interests during the 
collective bargaining process by being a member of the 
board's negotiating team or an advisor to the board. 
1Ibid., p. 63. 
2 
Gene P. Chandler, "Attitudes and Perceptions of Atlanta 
Principals Toward Collective Bargaining," unpublished Ed.D disser¬ 
tation, Atlanta University, Atlanta, Georgia, 1978, pp. 95-96. 
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One author, Stanley L. Clement, went to a more extreme view in 
his evaluation of the future. 
If the present process continues, the teachers doing the 
negotiating will gradually replace present adminstrators as 
they develop the qualities needed and are given the time to 
perform the task. May I also predict that, not too long after 
this step has taken place, they in turn will be rejected and a 
new group will rise up from within the ranks to start the 
cycle anew. 
Clement also feels that administrators need to get back on the pro¬ 
fessional trail where administrators and teachers work for the 
? 
common good rather than at cross purposes. 
Richard Gorton drew several major implications from research 
he studied concerning collective negotiations and administration. 
■''Stanley L. Clement, "Collective Bargaining: How Wonderful! Or 
Is It?" NASSP Bulletin 55 (December, 1971): 58. 
^Ibid., p. 60. 
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Gorton states: 
1. In many respects the term "the management team" is more a 
slogan than a reality for the administrator who continues 
to be by-passed or ignored in negotiations. 
2. Administrators who desire to play a more significant role 
in the bargaining process cannot automatically count on 
the support of their superintendents and school boards. 
In many situations, they will be forced to organized 
their own bargaining unit. 
3. Administrators will display an open and reasonable atti¬ 
tude or a more negative and militant attitude depending 
on their involvement in the negotiations process, as pro¬ 
vided by superintendents and school boards. 
4. Insofar as administrator-staff relationships are 
concerned, research reports that administrators should 
incorporate respresentative ,rule administration for the 
most desirable consequences. 
As discussed earlier, Harvey Goldman believes that "administra¬ 
tors must, in the future, become more community-oriented and that 
2 
their prime function will be that of school community specialists." 
Two major assumptions underlie this role development. First, in 
this new role, the administrator will spend at least 70% of his 
time away from the school building; and secondly, the administrator 
will relinquish the majority of his present tasks dealing with 
3 
supervision, evaluation, curriculum study, and staff assignment. 
Certainly, while the community specialist's role may seem an 
extreme development, it does indicate an awareness and need on the 
^Richard Gorton, "Comments on Research," NASSP Bulletin 55 (March, 
1971): pp.129.-142. 
2Ibid. 
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part of administrators to redefine their role within the educational 
system. One major factor is present in current literature 
concerning teachings, and that is that teacher power will continue 
to grow and expand.^- With this development, administrators are 
being forced to change, adjust, redefine roles, and cope with 
events with which they have previously had little or no experience. 
■''Marshall 0. Conley, Jr., Power to the Teachers, (Bloomington: 
Indiana University Press), 1976, p. 222. 
CHAPTER III 
PROCEDURE AND METHODOLOGY 
Introduction 
Over the past five years, collective bargaining and 
negotiations have been a subject of professional study and 
evaluation. The major emphasis of such studies has been on the 
descriptive aspects rather than on the behavioral, thus leaving 
many questions and issues unresolved. The involvement of public 
employees in this process has begun to raise new questions about 
the invididual needs and concerns in relationship to the public 
welfare. This statistical study presents an analysis of the 
perceptions of employees, board members and union representatives 
of public school unionization and the first Atlanta School strike. 
This was conducted from a conceptual understanding that the 
following groups are principal interfacing bodies: 
1. School Board Members 
2. School Administrators 
3. Teachers 
4. Classified Employees 
5. Union Representatives 
A separate analysis was performed on each group with some mea¬ 
surement of intra/interrelations. A major research concern was to 
explore in some detail how the analysis of perceptions might 
improve future employee-employer relations. 
-43- 
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The steps in the data gathering procedures are detailed in the 
following sections: (A) Population Composition, (B) The 
Questionnaire, (C) Preparation and Computing of Data, (D) 
Statistical Treatment of Data, and (E) Summary. 
Population Composition 
The population consisted of individuals who serve or work in 
the following capacities: 
1. School board members 
2. Administrators 
3. Teachers 
4. Classified employees 
5. Union representatives 
The classified, teacher and middle management employees in 
this study were selected by random sampling. Twelve school board 
members were used. This includes the nine incumbents as well as 
three former board members. The entire Superintendent's Cabinet of 
sixteen administrators was selected. All of the union 
representatives for AFSCME, AFT and AAE , a total of nine, were 
selected. 
In order to ensure that each member of the population 
representing administrators, teachers and classified employees 
would have an equal chance of being selected, a stratified random 
sampling process was used. 
Stratification was accomplished by identifying within each 
work unit a sample of all employees. This sample was selected by 
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use of an assignment code. All classifications of employees are 
given a separate assignment code which is maintained in the 
Personnel position file and the Payroll master file. Each work 
unit is also maintained in these two files. Employees are 
distinguished in both these files by employee numbers (social 
security numbers). 
A computer program was written which matched the last two 
digits of the employee number with numbers from the random numbers 
table. The program was designed to take ten percent of the 
population at each work site, yielding a total of 760 employees. 
The 13 board members, 10 union representatives, 16 members of the 
Superintendent's cabinet, and the 760 randomly selected sample were 
sent Questionnaires. Questionnaires were mailed to all 799 
participants. 
The analysis of events and reasons that resulted in a work 
stoppage which was brought about by employees of the Atlanta Public 
Schools, the first work stoppage in the history of the Atlanta 
School System, is accomplished by use of a Questionnaire. This 
analysis is presented through the responses of the key participants 
to the Questionnaire. 
The Questionnaire mailed to each participant included a letter 
which explained the purpose of the study. The letter further indi¬ 
cated that the results would be published in a doctoral 
dissertation, thereby absolving the writer from any violations of 
confidentiality of the parti ci ants. 
46 
Questionnaire returns were received from a total of 516 of the 
799 distributed. This return represents a 65 percent rate of 
response. 
The Questionnaire 
The Questionnaire was designed to ascertain the perceptions of the 
participants in the area of public school employee unionization and 
perceptions of the first Atlanta Public School work stoppage. The 
participants expressed their perceptions through their responses to 
the Questionnaire. 
The Questionnaire consisted of 25 items separated into three 
parts. There are six items in Part I that address demographic 
characteristics of the participants. The demographic characteris¬ 
tics are sex, marital status, academic level, work assignment at 
the time of the work stoppage, present work assignment and salary. 
The second part of the Questionnaire was entitled, Part II, and 
addressed the perceptions of the participants concerning public 
school employee unionization. This section of the Questionnaire 
was set up on a scale of Strongly Agree, Agree, Disagree, and 
Strongly Disagree. 
Part III was concerned with perceptions of the first work 
stoppage. This section of the Questionnaire was set up on a 
multiple choice scale with four choices. The participants were 
asked to select one of four choices. 
The methodology used was descriptive survey. The Questionnaire 
used included questions designed to gather factual information from 
the respondent's knowledge of the employee-employer relations in 
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the Atlanta Public Schools, the first work stoppage and perceptions 
of public school unionization. The same Questionnaire was used for 
the members of the Atlanta Board of Education, representatives of 
AFSCME, representatives of AAE, representatives of AAE, teachers 
and classified employees. 
The Questionnaire used in this study is a modified version of 
the Questionnaire designed by Dr. Kenneth A. Newby, Assistant 
Professor of Education, Atlanta University. ^ Dr. Newby's instru¬ 
ment was field tested and revised several times before the final 
version was administered. The first field test took place in 
Phoenix, Arizona in February, 1976. At that time, it was admi¬ 
nistered to a group of approximately 50 school board members and 
administrators. The respondents for the field-testing exercise 
were asked: 
1. to complete the instrument; 
2. to critically review the draft survey and to make 
comments about any aspect of the instrument; 
3. to evaluate the instrument in terms of quality, e.g., 
topics not covered, badly phrased questions and 
general feelings about the instrument. 
A more detailed rating Questionnaire accompanied the survey 
instrument. Using the feedback from this field-testing, further 
^Kenneth A. Newby, "Collective Bargaining: Implications for American 
Schools," A research project presented to the Spencer Foundation, 1977. 
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modifications were made in the instrument before it was again field 
tested in Chicago, Illinois. The participants for the field 
testing were school board members and administrators from various 
parts of the country. Participants were asked to assist in 
revising the survey instrument by using the procedure previously 
discussed. Utilizing the information gathered from these two 
field-testings, the final version of the instrument was 
constructed. This final version of the instrument was certified 
for validity by input from Dr. John Blackshear, Principal at South¬ 
west High School; Mr. Richard Walker, Director of Data Processing 
with the Atlanta Public Schools and the members of the writer's 
dissertation committee. Final certification was by Dr. Stephen 
Herrmann, Chairman of the writer's committee. A copy of the 
Questionnaire used in this study can be found in the appendix. 
Analysis of Data 
Chi-square, a test of statistical significance, was used to 
determine whether a systematic relationship existed between the 
variables. 
The data collected was analysed using summary static cross 
tablulations. This is the Statistical Package for the Social 
Sciences (SPSS). 
Preparation and Computing of Data 
The coded scan sheets were received and noted. They were run 
through the scanner of the Atlanta Public Schools Data Processing 
Center. This information was transferred to computer cards. The 
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cards were used to input the received data to be analyzed using the 
Statistical Package for the Social Science (SPSS). This program 
was available on the Atlanta Public Schools Computer. The data 
were analyzed and interpreted in the nineteen tables and accom¬ 
panying discussion in Chapter IV. 
Statistical Treatment of Data 
The data derived from items one through six, the demographic 
characteristics, were the independent variables. The dependent 
variables were numbered seven to twenty-five yielding a total of 
nineteen dependent variables. These nineteen variables were 
divided into two sections, II and III. 
Section II, variables seven to fourteen, were items that re¬ 
quired Strongly Agree, Agree, Disagree, Strongly Disagree 
responses. Section III, variables fifteen to twenty-five, were 
items that required the selection of a multiple choice response. 
These data were treated statistically by computing chi-square. 
When significant chi-squares were obtained the process of selective 
deletion was used to pin-point the significant differences for that 
particular variable. These data are presented in Tables One 
through Nineteen in Chapter IV. 
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Summary 
The data for this study were treated as described above and 
properly analyzed and interpreted. Conclusions were drawn, and 
recommendations were made which might be beneficial to the 
Atlanta Board of Education, the administration, and the employee 
organizations. These recommendations may also be helpful to other 
school systems in developing better employee-employer relations. 
This study may also provide informative data for school board 
officers relative to employee perceptions of work stoppage, the 
bargaining process, and labor relations in public educational 
institutions. 
CHAPTER IV 
ANALYSIS OF THE DESCRIPTIVE FINDINGS 
Introduction 
In order to fulfill the purposes of this research study, it 
was necessary to present both the tables and a descriptive analysis 
of the data. 
The primary purpose of the chapter was to provide information 
on the responses of the participants in this study on their percep¬ 
tions of the following: 
(1) Collective bargaining in public schools; 
(2) The effect of collective bargaining upon the school 
program; 
(3) The concerns of management and unions; 
(4) Factors contributing to a public school work stoppage; 
and 
(5) Unionization among public school employees. 
In order to fulfill this purpose, the necessary data were 
obtained by utilizing the Collective Bargaining and Negotiations 
Questionnaire (see Appendix ). 
-51- 
52 
Perceptions of Unionization 
The perceptions of unionization of the subject groups in this 
study are presented in Tables 1 through 8 and the paragraphs which 
follow. 
Collective Bargaining and the General Welfare of the Public 
The data collected from the responses of the 516 subjects of 
this study concerning their perceptions of the effects of 
collective bargaining on the general welfare of the public are 
presented in Table 1. These data are presented with respect to the 
six independent variables: sex, marital status, education, 
assignment at time of school work stoppage, current job title, and 
annual salary. 
Sex (Table 1) 
The males and females were rather evenly distributed between 
agreement and disagreement on this variable. 
The obtained chi-square for these data of 3.069 with 3 degrees 
of freedom was not significant at the .05 level of confidence. 
Thus, these data reveal that there is no significant 
difference between the perceptions of male and female subjects on 
their perceptions of the effect of collective bargaining on the 
general welfare of the public. 
TABLE 1 
PERCENTAGES AND CHI-SQUARES FOR THE RESPONSES TO ITEM 1: 
COLLECTIVE BARGAINING ALL TOO OFTEN FAILS TO CONSIDER 
THE GENERAL WELFARE OF THE PUBLIC. 
Strongly 
Population Agree Agree 
Strongly Chi 
Disagree Disagree Square DF 
N N % N % N % N 1 
Sex 
Total 516 120 23.3 150 29.1 174 33.7 72 14.0 03.069 3 
Male 124 31 25.0 41 33.0 34 27.4 18 14.5 
Female 392 89 22.7 109 27.8 140 35.7 54 13.8 
Marital Status 
Total 516 120 23.3 150 29.1 174 33.7 72 14.0 09.823 9 
Single 75 17 22.7 19 25.3 28 37.3 11 14.7 
Married 340 75 22.1 95 27.9 122 35.9 48 14.1 
Divorced 64 16 25.0 21 32.8 19 29.7 8 12.5 
Widowed 37 12 32.4 15 40.5 5 13.5 5 13.5 
Education 
Total 516 120 23.3 150 29.1 174 33.7 72 14.0 64.061"' 12 
High School Diploma 134 45 33.6 42 31.3 28 20.9 19 14.2 
Bachelors 124 27 21.8 33 26.6 48 38.7 16 12.9 
Masters 203 24 11.8 53 26.1 92 45.3 34 16.7 
Edu. Specialist 33 11 33.3 15 45.5 5 15.2 2 6.1 
Doctorate 22 13 59.1 7 31.8 1 4.5 1 4.5 
TABLE 1 continued 
Strongly 
Population Agree Agree Disagree 
Strongly Chi 
Disagree Square DF 
N N l N l N % N % 
Assignment at Time 
of School Work Stoppage 
Total 516 120 23.3 150 29.1 174 33.7 72 14.0 66.420“ 
Board Member 12 8 66.7 4 33.3 
Administrator 41 15 36.6 17 41.5 7 17.1 2 4.9 
Teacher 327 53 16.2 87 26.6 136 41.6 51 15.6 
Classified Employee 126 41 32.5 45 35.7 26 20.6 14 11.1 
Union Representative 10 3 30.0 1 10.0 1 10.0 5 50.0 
Current Job Title 
Total 516 120 23.3 150 29.1 174 33.7 72 14.0 66.523* 
Board Member 8 7 87.5 1 12.5 
Administrator 43 16 37.2 17 39.5 7 16.3 3 7.0 
Teacher 333 56 16.8 89 26.7 139 41.7 49 14.7 
Classified Employee 128 41 32.0 43 33.6 27 21.1 17 13.3 
Union Representative 4 1 25.0 3 75.0 
Annual Salary 
Total 516 120 23.3 150 29.1 174 33.7 72 14.0 68.575* 
$6,000 - 9,999 118 49 41.2 34 28.6 20 16.8 16 13.4 
10,000 - 13,999 104 25 24.0 26 25.0 40 38.5 13 12.5 
14,000 - 17,999 201 25 12.4 53 26.4 89 44.3 34 16.9 
18,000 - 25,999 72 10 13.9 30 41.7 24 33.3 8 11.1 
Over 26,000 20 11 55.0 7 35.0 1 5.0 1 5.0 
Significant beyond .05 level of confidence 
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Marital Status (Table 1) 
The 516 subjects were distributed in the following order: 
75 single, 340 married, 64 divorced and 37 widowed. A slight 
majority of the subjects agreed that collective bargaining fails 
to consider the general welfare of the public. Widows clearly 
showed an agreement with the variable. 
The obtained chi-square for these data of 9.823 with 9 degrees 
of freedom was not significant at the .05 level of confidence. 
These data indicated that there is no significant difference 
of the perceptions of persons according to marital status. 
Education (Table 1) 
The majority of the 516 subjects responding according to 
degrees indicated disagreement with the variable collective 
bargaining fails to consider the general welfare of the public. 
This could be due to the smaller groups at the lower and higher 
degree level. 
The obtained chi-square for these data of 64.061 with 12 
degrees of freedom was significant at the .05 level of confidence. 
The data indicate that educational level does make a difference 
in perceptions of collective bargaining failing to consider the 
general welfare of the public. 
Assignment at Time of School Work Stoppage (Table 1) 
Sixty-six and seven tenth percent of the Board members respond¬ 
ing on this item indicate agreement with the variable collective bar- 
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gaining fails to consider the general welfare of the public. 
Seventy-eight and one tenth percent of the administrators and 
Sixty-eight and two tenth percent of classified employees were also 
in agreement. Teachers and union representatives were in dis¬ 
agreement with the variable. 
The obtained chi-square for these data of 66.420 with 12 
degrees of freedom was significant at the .05 level of confidence. 
These data revealed that Board members, Administrators and 
Classified employees perceived collective bargaining as failing to 
consider the general welfare of the public and that teachers and 
union representatives perceived collective bargaining as not failing 
to consider the general welfare of the public. 
Current Job Title (Table 1) 
The obtained chi-square for these data of 66.523 with 12 
degrees of freedom was significant at the .05 level of confidence. 
The data indicated that the board members, administrators, and 
classified employees were in agreement in their perception of 
collective bargaining on the general welfare of the public and that 
the teachers and union representatives were in agreement in their 
perception. Seemingly, the perception of unionization has not 
changed during the period since the work stoppage. These data do in¬ 
dicate that board members and union representatives have polarized 
to an even greater extent in their perceptions of collective bar¬ 
gaining failing to consider the general welfare of the public. 
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According to current job titles board members and administrators 
were in total agreement in their perceptions that collective 
bargaining fails to consider the general welfare of the public. The 
majority of the teachers disagreed in their perceptions of the vari¬ 
able. Classified employees were in agreement in their perceptions 
of the variable. Union representatives were totally in disagreement 
in their perceptions of collective bargaining failing to consider 
the general welfare of the public. 
Annual Salary (Table 1) 
The obtained chi-square for these data of 68.575 with 12 
degrees of freedom was significant at the .05 level of confidence. 
The data indicated persons making less that $10,000 and over 
$26,000 were more alike in their perception of the effects of 
collective bargaining on the general welfare of the public and that 
persons making between $10,000 and $25,000 were more alike in their 
perception. 
The data showed that respondents who earned higher salaries 
agreed in their perceptions that collective bargaining failed to 
consider the general welfare of the public. Those respondents 
earning lower salaries were also in agreement in their perceptions 
of this variable. The respondents earning salaries in the middle 
ranges were relatively evenly divided between agree and disagree 
in their perceptions of this variable. 
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Summary 
The groups perceptions of the variable collective bargaining 
all too often fails to consider the general welfare of the public 
was perceived as being significantly different when analyzed 
according to education, assignment at time of school strike, 
current job title and annual salary. According to sex and marital 
status, the groups were not significantly different in their per¬ 
ceptions. 
A large majority of the respondents were in agreement that 
collective bargaining all too often fails to consider the general 
welfare of the public. 
Strikes by School Employees 
The data collected from the responses of the 516 subjects of 
this study concerning their perceptions of the effects of strikes 
by school employees are presented in Table 2. These data are 
presented with respect to the six independent variables: sex, 
marital status, education, assignment at time of school work 
stoppage, current job title, and annual salary. 
Sex (Table 2) 
Males and females were both in agreement in their perceptions 
that school employees should not be allowed to strike due to the 
nature and importance of their employment. The data indicated 
that eighty and six tenth percent of the females and sixty-nine 
and four tenth percent of the males disagreed. 
TABLE 2 
PERCENTAGES AND CHI-SQUARES FOR THE RESPONSES TO ITEM 2: 
SCHOOL EMPLOYEES SHOULD NOT BE ALLOWED TO STRIKE DUE TO 
THE NATURE AND IMPORTANCE OF THEIR EMPLOYMENT. 
Strongly 
Population Agree Agree 
Strongly Chi 
Disagree Disagree Square DF 
N N l N 1 N l N l . 
Sex 
Total 516 69 13.4 45 08.7 192 37.2 210 40.7 20.009* 3 
Male 124 31 25.0 7 05.6 43 34.7 43 34.7 
Female 392 38 09.7 38 09.7 149 38.0 167 42.6 
Marital Status 
Total 516 69 13.4 45 08.7 192 37.2 210 40.7 26.934* 9 
Single 75 8 10.7 8 10.7 26 34.7 33 44.0 
Married 340 49 14.4 24 07.1 135 39.7 132 38.8 
Divorced 64 4 06.3 5 07.8 29 45.3 26 40.6 
Widowed 37 8 21.6 8 21.6 2 05.4 19 51.4 
Education 
Total 516 69 13.4 45 08.7 192 37.2 210 40.7 92.780* 12 
High School Diploma 134 31 23.1 14 10.4 48 35.8 41 30.6 
Bachelors 124 9 07.3 13 10.5 48 38.7 54 43.5 
Masters 203 10 04.9 10 04.9 80 39.4 103 50.7 
Edu. Specialist 33 5 15.2 7 21.2 11 33.3 10 30.3 
Doctorate 22 14 63.6 1 04.5 5 22.7 2 09.1 
TABLE 2 continued 
Strongly 





N N % N % N % N % 
Assignment at Time 
of School Work Stoppagi e 
Total 516 69 13.4 45 08.7 192 37.2 210 40.7 73.340* 
Board Member 12 6 50.0 3 25.0 3 25.0 
Administrator 41 14 34.1 7 17.1 14 34.1 6 14.6 
Teacher 327 21 06.4 23 07.0 121 37.0 162 49.5 
Classified Employee 126 26 20.6 15 11.9 52 41.3 33 26.2 
Union Representative 10 2 20.0 2 20.0 6 60.0 
Current Job Title 
Total 516 69 13.4 45 08.7 192 37.2 210 40.7 80.635* 
Board Member 8 6 75.0 1 12.5 1 12.5 
Administrator 43 15 34.9 6 14.0 14 32.6 8 18.6 
Teacher 333 22 06.6 23 06.9 125 37.5 163 48.9 
Classified Employee 128 26 20.3 15 11.7 51 39.8 36 28.1 
Union Representative 4 1 25.0 3 75.0 
Annual Salary 
Total 516 69 13.4 45 08.7 192 37.2 210 40.7 93.732* 
$6,000 - 9,999 119 49 41.2 34 28.6 20 16.8 16 13.4 
10,000 - 13,999 104 25 24.0 26 25.0 40 38.5 13 12.5 
14,000 - 17,999 201 25 12.4 53 26.4 89 44.3 34 16.9 
18,000 - 25,999 72 10 13.9 30 41.7 24 33.3 8 11.1 
Over 25,000 20 11 55.0 7 35.0 1 05.0 1 05.0 
Significant beyond .05 level of confidence 
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The obtained chi-square for these data of 20.009 with 3 
degrees of freedom was significant at the .05 level of confidence. 
The data revealed that a majority of both sexes looked at the 
effects of a work stoppage by school employees as not being harmful. 
However, those males who felt that it would be harmful was so 
strong in degree that a significant difference between the sexes 
was produced. 
Marital Status (Table 2) 
Table two shows that a majority of the single subjects disagreed 
with the variable that school employees should not be allowed to 
strike. 
The majority of married respondents were in disagreement with 
this variable. The divorced respondents disagreed with this 
variable. The widowed subjects responses indicate a change in the 
pattern of responses to this variable. Widowed subjects were 
divided in their responses of their perceptions on this variable. 
The obtained chi-square for these data of 26.934 with 9 
degrees of freedom was significant at the .05 level of confidence. 
The data revealed that a majority of the subjects looked upon 
the effects of a work stoppage by school employees as not being 
harmful. The responses by widowed subjects and divorced subjects 
were the most evenly distributed and produced statistically signi¬ 
ficant differences. The widowed subjects saw the effects of a work 
stoppage as being far more harmful than the divorced subjects. 
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Education (Table 2) 
Subjects with doctoral degrees saw the effects of a work stop¬ 
page by school employees as being far more harmful than any other 
group. Subjects with master degrees registered this as being 
less harmful than any of the other groups. 
The majority of the subjects grouped according to educational 
level disagreed with this variable. The degree of disagreement 
increased with higher levels of educational attainment. 
The obtained chi-square for these data of 92.780 with 12 
degrees of freedom was significant at the .05 level of confidence. 
Assignment at Time of School Work Stoppage (Table 2) 
The groups formed clusters with respect to their job assign¬ 
ments. Board members and administrators responding similarly and 
teachers, union representatives and classified employees responding 
similarly. 
The obtained chi-square for these data of 73.340 with 12 
degrees of freedom was significant at the .05 level of confidence. 
According to job assignments at the time of the school work 
stoppage, board members and administrators thought that the effects 
of a work stoppage by school employees were more harmful than 
teachers, union representatives and classified employees. 
Current Job Title (Table 2) 
The data revealed that with respect to current job title the 
board members and administrators were strongly in agreement with 
63 
this variable. School employees should not be allowed to strike. 
The responses of the teachers, classified employees and union 
representatives were that school employees should be allowed to 
strike. 
The obtained chi-square for these data of 80.635 with 12 
degrees of freedom was significant at the .05 level of confidence. 
According to current job titles, board members and 
adminstrators thought work stoppages by school employees to be more 
harmful than teachers, union representatives and classified 
employees. The period of time since the work stoppage, board 
members perceptions of harm had increased from 50 percent to 87.5 
percent and union representatives perceptions in the opposite 
direction moved from 50 percent to 100 percent. 
Annual Salary (Table 2) 
The respondents earning between $6,000 and $9,999 agreed with 
this variable. A large majority of this group agreed that school 
employees should not be allowed to strike. Salaried respondents 
between $10,000 and $13,999 were relatively evenly distributed 
between agreement and disagreement wth this variable. Respondents 
earning between $18,000 and $25,999 were in agreement with this 
variable. The respondents earning in excess of $26,000 were very 
much in agreement with this variable. 
The obtained chi-square for these data of 93.732 wth 12 
degrees of freedom was significant at the .05 level of 
confidence. 
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These data revealed that subjects earning less than $10,000 
and over $18,000 were very high in their agreement on this item 
whereas a majority of those subjects with incomes between $10,000 
and $18,000 were in disagreement with this item. 
Summary 
The groups perceptions of the variable school employees should 
not be allowed to strike due to the nature and importance of their 
employment were signficantly dfferent. The responses were different 
for each of the six dependent variables; sex, marital status, edu¬ 
cation, assignment at time of work stoppage, current job title and 
annual salary. The differences were more observable with respect 
to education, with respondents holding higher degrees disagreeing 
to a larger extent than those with lower degrees. Marked differences 
were noted also in annual salary, job assignment and current job 
title. 
Collective Bargaining and Ability to Educate 
The data collected from the responses of the 516 subjects of 
this study concerning their perceptions of a local school systems 
ability to educate in a collective bargaining environment are 
presented in Table 3. These data are presented with respect to the 
six independent variables: sex, marital status, education, 
assignment at time of school work stoppage, current job title, and 
annual salary. 
TABLE 3 
PERCENTAGES AND CHI-SQUARES FOR THE RESPONSES TO ITEM 3: 
COLLECTIVE BARGAINING HAMPERS THE ABILITY OF A LOCAL 
SCHOOL SYSTEM TO CARRY OUT ITS MISSION TO EDUCATE. 
Strongly 
Population Agree Agree 
Strongly Chi 
Disagree Disagree Square DF 
N N % N % N % N 1 . 
Sex 
Total 516 71 13.8 71 13.8 214 41.5 160 31.0 02.997 3 
Male 124 22 17.7 19 15.3 46 37.1 37 29.8 
Female 392 49 12.5 52 13.3 168 42.9 123 31.4 
Marital Status 
Total 516 71 13.8 71 13.8 214 41.5 160 31.0 22.269* 9 
Single 75 10 13.3 4 05.3 30 40.0 31 41.3 
Married 340 46 13.5 53 15.6 146 42.9 95 27.9 
Divorced 64 4 06.3 9 14.1 30 46.9 21 32.8 
Widowed 37 11 29.7 5 13.5 8 21.6 13 35.1 
Education 
Total 516 71 13.8 71 13.8 214 41.5 160 31.0 69.591* 12 
High School Diploma 134 31 23.1 25 18.7 51 38.1 27 20.1 
Bachelors 124 10 08.1 13 10.5 56 45.2 45 36.3 
Masters 203 15 07.4 23 11.3 87 42.9 78 38.4 
Edu. Specialist 33 3 09.1 5 15.2 17 51.5 8 24.2 
Doctorate 22 12 54.5 5 22.7 3 13.6 2 09.1 
TABLE 3—continued 
Strongly 
Population Agree Agree 
Strongly Chi 
Disagree Disagree Square DF 
N N % N % N 1 N 1 
Assignment at Time 
of School Work Stoppage 
Total 516 71 13.8 71 13.8 214 41.5 160 31.0 61.944* 12 
Board Member 12 8 66.7 1 08.3 1 08.3 2 16.7 
Administrator 41 10 24.4 8 19.5 15 36.6 8 19.5 
Teacher 327 26 08.0 38 11.6 142 43.4 121 37.0 
Classified Employee 126 25 19.8 23 18.3 54 42.9 24 19.0 
Union Representative 10 2 20.0 1 10.0 2 20.0 5 50.0 
Current Job Title 
Total 516 71 13.8 71 13.8 214 41.5 160 31.0 99.008* 12 
Board Member 8 8 100.0 
Administrator 43 12 27.9 10 23.3 12 27.9 9 20.9 
Teacher 333 26 07.8 36 10.8 148 44.4 123 36.9 
Classified Employee 128 25 19.5 25 19.5 54 42.4 24 18.8 
Union Representative 4 4 100.00 
Annual Salary 
Total 516 71 13.8 71 13.8 214 41.5 160 31.0 100.473* 12 
$6,000 - 9,999 119 34 28.6 21 17.6 42 35.3 22 18.5 
10,000 - 13,999 104 8 07.7 15 14.4 45 43.3 36 34.6 
14,000 - 17,999 201 12 06.0 19 09.5 98 48.8 72 35.8 
18,000 - 25,999 72 4 05.6 12 16.7 27 37.5 29 40.3 
Over 26,000 20 13 65.0 4 20.0 2 10.0 1 05.0 
Significant beyond .05 level of confidence 
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Sex (Table 3) 
The male respondents were in disagreement, as were the females, 
that collective bargaining hampers the ability of a local school 
system to carry out its mission to educate. 
The obtained chi-square for these data of 2.997 with 3 degrees 
of freedom was not significant at the .05 level of confidence. 
These data indicated that there was no statistically 
significant difference between males and females on their 
perception of a local school system's ability to educate children 
in a collective bargaining environment. 
Marital Status (Table 3) 
Single subjects disagreed with this variable. Married re¬ 
spondents disagreed with this variable as did divorced subjects. 
The obtained chi-square for these data of 22.269 with 9 
degrees of freedom was significant at the .05 level of confidence. 
These data showed that even though a majority of all groups 
according to marital status did disagree with this item, the 
internal variation by widowed persons was enough to produce a 
statistically significant difference. Thus, this group (widowed 
persons) was more inclined to believe that collective bargaining 
limited the ability of the school system to educate children than 
any other group. 
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Education (Table 3) 
Subjects with high school diplomas, bachelor degrees, master 
degrees and education specialist degrees disagreed with this 
variable. The respondents with high school diplomas were in slight 
disagreement but the margin is sufficient to categorize this group 
as being in disagreement. The subjects with doctoral degrees were 
overwhelmingly in agreement. 
The obtained chi-square for these data of 69.591 with 12 
degrees of freedom was significant at the .05 level of confidence. 
These data indicated that subjects with doctoral degrees and 
high school diplomas were more inclined to perceive that collective 
bargaining limited the ability of the school system to educate 
children than subjects with bachelors, master or specialist 
degrees. 
Assignment at Time of School Work Stoppage (Table 3) 
The board members agreed with the variable collective bargain¬ 
ing hampers the ability of a local school system to carry out its 
mission to educate. Administrators agreed with this variable, but 
to a limited extent. Teachers, classified employees and union 
representatives were in disagreement with this responses. 
The obtained chi-square for these data of 61.944 with 12 
degrees of freedom was significant at the .05 level of confidence. 
According to these data, board members felt that collective 
bargaining was more detrimental to the school system's ability to 
69 
educate children than any other group. Administrators felt this way 
more so than teachers, classified employees and union 
representatives. 
Current Job Title (Table 3) 
Board members were totally in agreement with the variable 
collective bargaining hampers the ability of a local school system 
to carry out its mission to educate. Administrators agreed in 
their responses with this variable. Teachers, classified employees 
and union representatves disagreed with this variable. Union 
representatives were in total disagreement. 
The obtained chi-square for these data of 99.008 with 12 
degrees of freedom was significant at the .05 level of confidence. 
By current job titles, board members were the most convinced 
that collective bargaining limits the ability of the school system 
to educate children. Administrators felt this same way more so 
than did teachers, classified employees or union representatives. 
These data show that board members and union representatives 
became polarized on this item during the period since the one day 
work stoppage. 
Annual Salary (Table 3) 
The data indicated that there were differences in responses 
of the subjects according to salary level. Responses for those 
earning between $6,000 and $9,999 were in moderate disagreement. 
The remaining salary levels indicate large disagreement with the 
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exception of the salaries above $26,000. For these salaries there 
was strong agreement that collective bargaining hampers the ability 
of a local school system to carry out its mission to educate. 
The obtained chi-square for these date of 100.423 with 12 
degrees of freedom was significant at the .05 level of confidence. 
These data showed that subjects making over $26,000 and those 
making under $10,000 annually felt that collective bargaining 
limited the ability of the school system to educate children more 
so than did those earning between $10,000 and $25,999 annually. 
Summary 
The groups perceptions of the variable collective bargaining 
hampers the ability of a local school system to carry out its 
mission to educate differed significantly. The differences in 
perceptions were more noticeable with board members and union 
representatives. These two groups were polarized in their 
perceptions. 
Public School Negotiations and How Conducted 
The data collected from the responses of the 516 subjects of 
this study concerning their perceptions of whether public school 
negotiations should be conducted in the same manner as in the 
business industry sector are presented in Table 4. These data are 
presented with respect to the six independent variables: sex, 
marital status, education, assignment at time of school work 
stoppage, current job title, and annual salary. 
TABLE 4 
PERCENTAGES AND CHI-SQUARES FOR RESPONSES TO ITEM 4: 
PUBLIC SCHOOL NEGOTIATIONS SHOULD NOT BE CONDUCTED 
IN THE SAME MANNER AS IN THE BUSINESS/INDUSTRY SECTOR 
Strongly 
Population Agree Agree 
Strongly Chi 
Disagree Disagree Square DF 
N N l N % N % N % • 
Sex 
Total 516 97 18.8 135 26.2 169 32.8 115 22.8 01.418 3 
Male 124 27 21.8 34 27.4 37 29.8 26 21.0 
Female 392 70 17.9 101 25.8 132 33.7 89 22.7 
Marital Status 
Total 516 97 18.8 135 26.2 169 32.8 115 22.8 22.662* 9 
Single 75 12 16.0 21 28.0 25 33.3 17 22.7 
Married 340 63 18.5 100 29.4 106 31.2 71 20.9 
Divorced 64 9 14.1 7 10.9 31 48.4 17 26.6 
Widowed 37 13 35.1 7 18.9 7 18.9 10 27.0 
Education 
Total 516 97 18.8 135 26.2 169 32.8 115 22.8 61.097* 12 
High School Diploma 134 43 12.1 32 23.9 43 32.1 16 11.9 
Bachelors 124 13 10.5 36 29.0 45 36.3 30 24.2 
Masters 203 21 10.3 55 27.1 69 34.0 58 28.6 
Edu. Specialist 33 7 21.2 9 27.3 8 24.2 9 27.3 
Doctorate 22 13 59.1 3 13.6 4 18.2 2 09.1 
TABLE 4 — continued 
Strongly 
Population Agree Agree 
Strongly Chi 
Disagree Disagree Square DF 
N N % N % N % N °/o 
Assignment at Time 
of School Work Stoppage 
Total 516 97 18.8 135 26.2 169 32.8 115 22.8 57.731* 12 
Board Member 12 7 58.3 1 08.3 1 08.3 3 25.0 
Administrator 41 14 34.1 11 26.8 8 19.5 8 19.5 
Teacher 327 37 11.3 81 24.8 119 36.4 90 27.5 
Classified Employee 126 37 29.4 41 32.5 36 28.6 12 09.5 
Union Representative 10 2 20.0 1 10.0 5 50.0 2 20.0 
Current Job Title 
Total 516 97 18.8 135 26.2 169 32.8 115 22.8 66.516* 12 
Board Member 8 7 87.5 1 12.5 
Administrator 43 13 30.2 11 25.6 10 23.3 9 20.9 
Teacher 333 38 11.4 86 25.8 117 35.1 92 27.6 
Classified Employee 128 39 30.5 37 28.9 41 32.0 11 08.6 
Union Representative 4 1 25.0 1 25.0 2 50.0 
Annual Salary 
Total 516 97 18.8 135 26.2 169 32.8 115 22.8 80.319* 12 
$6,000 - 9,999 119 46 38.7 28 23.5 34 28.6 11 09.2 
10,000 - 13,999 104 10 09.6 30 28.8 36 34.6 28 26.9 
14,000 - 17,999 201 18 09.0 52 25.9 77 38.3 54 26.9 
18,000 - 25,999 72 11 15.3 21 29.2 20 27.8 20 27.8 
Over 26,000 20 12 60.0 4 20.0 2 10.0 2 10.0 
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Sex (Table 4) 
The majority of the male subjects responses were disagreement 
with the variable that public school negotiations should not be 
conducted in the same manner as in the business/industry sector. 
The female respondents also disagreed with this variable and to 
a slightly greater extent. 
The obtained chi-square for these data of 1.418 with 3 degrees 
of freedom was not significant at the .05 level of confidence. 
These data indicated that both a majority of males and females 
disagreed with the statement that public school negotiations 
should not be conducted in the same manner as in the 
business/industry sector and there was no statistically significant 
difference in their perception of this factor. 
Marital Status (Table 4) 
The single subjects responding to this variable agreed that 
negotiations could be conducted in the same manner in the private 
and public sector. Married subjects also agreed as did divorced 
subjects and in a larger percentage. Widowed subjects, however, 
disagreed with this variable. 
The obtained chi-square for these data of 22.662 with 9 
degrees of freedom was significant at the .05 level of confidence. 
These data revealed that only a majority of widowed subjects 
agreed that public negotiations should not be conducted in the same 
manner as in the business/industry sector. The group showing the 
greatest disagreement with this item was the divorced subjects. 
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These data showed that the difference in perception between these 
groups were statistically significant. Thus, the grouping by 
marital status of these subjects did influence their perception 
of this factor. 
Education (Table 4) 
Within all educational levels, high school, bachelor, master, 
education specialist and doctoral degrees, the respondents were in 
agreement in their perceptions that collective bargaining could be 
conducted in the same manner as in the business/industry sector. 
The obtained chi-square for these data of 61.097 with 12 
degrees of freedom was significant at the .05 level of confidence. 
The data revealed that a majority of all subjects except those 
with the terminal degree disagreed with the item: public school 
negotiations should not be conducted in the same manner as in the 
business/industry sector. The differences were large enough to be 
statistically significant. Thus, the perceptions of subjects with 
the doctoral degrees varied significantly from those subjects with 
lesser degrees. 
Assignment at Time of School Work Stoppage (Table 4) 
School board members were in agreement in their perception of 
this variable, as were the administrators and classified employees. 
Their responses were that school negotiations should not be con¬ 
ducted in the same manner as in the business/industry sector. 
Teachers and union representatives were in disagreement with this 
variable. 
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The obtained chi-square for these data of 57.731 with 12 
degrees of freedom was significant at the .05 level of confidence. 
These data showed that school board members, administrators 
and classified employees differed in their perceptions from the 
teachers and union representatives. 
It might be expected that classified employees would have 
responded in a similar way to teachers and union representatives. 
However, this was not observed. 
Current Job Title (Table 4) 
School board members, administrators and classified employees 
agreed in their perceptions of school negotiations being conducted 
in the same manner as in the business/industry sector. Teachers 
and union representatives disagreed with this variable. 
The obtained chi-square for these data of 66.516 with 12 
degrees of freedom was significant at the .05 level of confidence. 
Again, school board members, administrators and classified 
employees differed significantly in their perceptions of this item 
from teachers and union representatives. 
Annual Salary (Table 4) 
The subjects earning between $6,000 and $9,999 disagreed with 
the variable that negotiations in the public schools can be con¬ 
ducted in the same manner as in the business/industry sector. The 
subjects earning between $10,000 and $26,000 all disagreed with 
this variable. Salaries of $26,000 and above agreed with this 
variable. 
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The obtained chi-square for these data of 80.319 with 12 
degrees of, freedom was significant at the .05 level of confidence. 
These data indicated that those with salaries less than 
$10,000 and those with annual salares over $26,000 differed in 
their perceptions from those with salaries from $10,000 to $26,000. 
Summary 
The groups' perceptions of public school negotiations should 
not be conducted in the same manner as in the business/industry 
sector varied. The variations were primarily between the responses 
of subjects with higher degrees and higher salaries. 
Legislation for Negotiations 
The data collected from the responses of the 516 subjects of 
this study concerning their perceptions of a need for legislation 
to define local systems responsibilities in negotiations are 
presented in Table 5. These data are presented with respect to the 
six independent variables: sex, marital status, education, 
assignment at time of school work stoppage, current job title, and 
annual salary. 
Sex (Table 5) 
The male subjects agreed with this variable, there is a need 
for state statutes and laws in order to better define the responsi¬ 
bility of local educational systems in negotiations. Female sub¬ 
jects also agreed with this variable. 
TABLE 5 
PERCENTAGES AND CHI-SQUARES FOR RESPONSES TO ITEM 5: 
THERE IS A NEED FOR STATE STATUES AND LAWS IN ORDER 
TO BETTER DEFINE THE RESPONSIBILITY OF LOCAL EDUCATIONAL 
SYSTEMS IN NEGOTIATIONS. 
Strongly Strongly Chi 
Population Agree Agree Disagree Disag ree Square DF 
N N 1 N 1 N % N % 
Sex 
Total 516 170 32.9 257 49.8 60 11.6 29 05.6 06.196 3 
Male 124 36 29.0 63 50.8 12 09.7 13 10.5 
Female 392 134 34.2 194 49.5 48 12.2 16 04.1 
Marital Status 
Total 516 170 32.9 257 49.8 60 11.6 29 05.6 18.865* 9 
Single 75 27 36.0 37 49.3 10 13.3 1 01.3 
Married 340 100 29.4 180 52.9 42 12.4 18 05.3 
Divorced 64 23 35.9 28 43.8 7 10.9 6 09.4 
Widowed 37 20 54.1 12 32.4 1 02.7 4 10.8 
Education 
Total 516 170 32.9 257 49.8 60 11.6 29 05.6 33.263* 12 
High School Diploma 134 63 47.0 48 35.8 17 12.7 6 04.5 
Bachelors 124 29 23.4 72 58.1 14 11.3 9 07.3 
Masters 203 58 28.6 116 57.1 20 09.9 9 04.4 
Edu. Specialist 33 9 27.3 16 48.5 6 18.2 2 06.1 
Doctorate 22 11 50.0 5 22.7 3 13.6 3 13.6 
TABLE 5 continued 
Population 
Strongly Strongly Chi 
Agree Agree Disagree Disagree Square DF 
N N 1 N % N % N l 
Assignment at Time 
of School Work Stoppage 
Total 516 170 32.9 257 49.8 60 11.6 29 05.6 56.270* 
Board Member 12 6 50.0 2 16.7 1 08.3 3 25.0 
Administrator 41 13 31.7 20 48.8 5 12.2 3 07.3 
Teacher 327 92 28.1 185 56.6 33 10.1 17 05.2 
Classified Employee 126 57 45.2 48 38.1 19 15.1 2 01.6 
Dnion Representative 10 2 20.0 2 20.0 2 20.0 4 40.0 
Current Job Title 
Total 516 170 32.9 257 49.8 60 11.6 29 05.6 48.330* 
Board Member 8 4 50.0 2 25.0 2 25.0 
Administrator 43 15 34.9 19 44.2 5 11.6 4 09.3 
Teacher 333 92 27.6 189 56.8 34 10.2 18 05.4 
Classified Employee 128 59 46.1 46 35.9 20 15.6 3 02.3 
Union Representative 4 1 25.0 1 25.0 2 50.0 
Annual Salary 
Total 516 170 32.9 257 49.8 60 11.6 29 05.6 38.460* 
$6,000 - 9,999 119 59 49.6 38 31.9 15 12.6 7 05.9 
10,000 - 13,999 104 24 23.1 64 61.5 11 10.6 5 04.8 
14,000 - 17,999 201 60 29.9 108 53.7 23 11.4 10. 05.0 
18,000 - 25,999 72 20 27.8 42 58.3 7 09.7 3 04.2 
Over 26,000 20 7 35.0 5 25.0 4 20.0 4 20.0 
Significant beyond .05 level of confidence 
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The obtained chi-square for these data of 6.196 with 3 degrees 
of freedom was not significant at the .05 level of confidence. 
These data revealed that although a majority of male and 
female subjects agreed with this item, there was no significant 
difference in the perceptions of males and females regarding the 
need for laws on negotiations. 
Marital Status (Table 5) 
All of the subjects in this group, single, married, divorced 
and widowed, agreed overwhelmingly that there is a need for state 
statutes and laws in order to better define the responsibility of 
local educational systems in negotiations. 
The obtained chi-square for these data of 18.865 with 9 
degrees of freedom was significant at the .05 level of confidence. 
These data showed that all groups according to marital status 
felt that there is a need for state statutes and laws in order to 
better define the responsibility of local educational systems in 
negotiations. However, widowed subjects felt strongest about this 
and it was statistically significant. 
Education (Table 5) 
All of the subjects in this group, high school diplomas, 
bachelor degrees, master degrees, education specialist and 
doctoral degrees, strongly agreed with this variable. 
The obtained chi-square for these data of 33.263 with 12 
degrees of freedom was significant at the .05 level of confidence. 
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A majority of all groups favored this item; that is, there is 
a need for state statutes and laws in order to better define the 
responsibility of local educational systems in negotiations. 
However, the proportion of subjects with high school diplomas and 
doctoral degrees strongly agreed with this item to a greater extent 
than the other groups and was statistically significant. 
Assignment at Time of School Work Stoppage (Table 5) 
All of the classifications in this group agreed that there 
is a need for state statutes and laws in order to better define 
the responsibility of local educational systems in negotiations. 
The obtained chi-square for these data of 56.270 wth 12 
degrees of freedom was significant at the .05 level of confidence. 
These data showed that a large majority of all groups 
according to assignment at the time of the work stoppage favor such 
legislation except union representatives. The differences in percep¬ 
tions were statistically significant for these groups favoring 
such legislation between teachers, classified employees, admini¬ 
strators and board members. 
Current Job Title (Table 5) 
Board members, administrators, teachers and classified 
employees strongly agreed that there is a need for state statutes 
and laws in order to better define the responsibility of local 
educatonal systems in negotiations. Union representatives were 
divided evenly between agree and disagree in their responses for 
this variable. 
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The obtained chi-square for these data of 48.330 with 12 
degrees of freedom was significant at the .05 level of confidence. 
According to current job titles, again, a majority of all 
groups except union representatives thought that this legislation 
was essential. 
It is interesting that board members agreed that there is a 
need for legialation to define the responsibility of local edu¬ 
cational systems in negotiations. One would suspect that board 
members would have been at best ambivalent about legislation. In 
the absence of legislation boards of education are free to determine 
the conditions under which they will negotiate or not negotiate. 
Equally surprising is the data that union representatives 
disagreed that there was a need for negotiation legislation. Unions 
usually seek such legislation and depend upon powerful lobbies to 
influence the outcomes of the legislation. 
Annual Salary (Table 5) 
The responses of the subjects earning between $6,000 and $9,999 
were agreement with the variable there is a need for negotiation 
legislation. Those earning between $10,000 and $13,999 agreed with 
the variable. Those earning between $14,000 and $17,999 agreed 
with the variable. Those subjects earning between $18,000 and 
$25,999 agreed wth the variable. The subjects earning in excess 
of $26,000 were also in agreement with the variable. 
The obtained chi-square for these data of 38.460 with 12 
degrees of freedom was significant at the .05 level of confidence. 
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These data showed that significantly more of all subjects with 
annual salaries of less than $26,000 favored such legislation more 
than subjects with annual salaries over $26,000. Also, these data 
indicated that strong agreement by subjects with salaries of less 
than $10,000 differed significantly from the groups with salaries in 
excess of $10,000. 
Summary 
The groups' perception of the variable, there is a need for 
state statutes and laws in order to better define the responsibility 
of local educational systems in negotiatons, were generally agreement 
for the need for such legislation. Union representatives did 
divide evenly, percentage wise, in their perceptions. 
Negotiations and the Instructional Program 
The data collected from the responses of the 516 subjects of 
this study concerning their perceptions of the effect of 
negotiations on the instructional program are presented in Table 6. 
These data are presented with respect to the six independent 
variables: sex, marital status, education, assignment at time of 
school work stoppage, current job title, and annual salary. 
Sex (Table 6) 
Male subjects and female subjects were in agreement in their 
responses of their perceptions that public school negotiations seek 
to improve and/or change the instructional program. 
TABLE 6 
PERCENTAGES AND CHI-SQUARES FOR RESPONSES TO ITEM 6: 
PUBLIC SCHOOL NEGOTIATIONS SEEK TO IMPROVE AND/OR 
CHANGE THE INSTRUCTIONAL PROGRAM. 
Strongly 
Population Agree Agree 
Strongly Chi 
Disagree Disagree Square DF 
N N 1 N % N 1 N 1 . 
Sex 
Total 516 140 27.1 195 37.8 113 21.9 68 13.2 06.446 3 
Male 124 28 22.6 41 33.1 33 26.6 22 17.7 
Female 392 112 28.6 154 39.3 80 20.4 46 11.7 
Marital Status 
Total 516 140 27.1 195 37.8 113 21.9 68 13.2 10.633 9 
Single 75 16 21.3 33 44.0 16 21.3 10 13.3 
Married 340 86 25.3 130 38.2 79 23.2 45 13.2 
Divorced 64 21 32.8 22 34.4 13 20.3 8 12.5 
Widowed 37 17 45.9 10 27.0 5 13.5 5 13.5 
Education 
Total 516 140 21 A 195 37.8 113 21.9 68 13.2 38.905* 12 
High School Diploma 134 53 39.6 39 29.1 27 20.1 15 11.2 
Bachelors 124 23 18.5 57 46.0 31 25.0 13 10.5 
Masters 203 51 25.1 85 41.9 43 21.2 24 11.8 
Edu. Specialist 33 7 21.2 12 36.4 7 21.2 7 21.2 
Doctorate 22 6 27.3 2 09.1 5 22.7 9 40.9 
TABLE 6 -- continued 
Strongly Strongly Chi 
Population Agree Agree Disagree Disag ree Square DF 
N N l N l N % N % 
Assignment at Time 
of School Work Stoppa £e 
Total 516 140 27.1 195 37.8 113 21.9 68 13.2 46.548* 12 
Board Member 12 7 58.3 1 08.3 1 08.3 3 25.0 
Administrator 41 5 12.2 12 29.3 9 22.0 15 36.6 
Teacher 327 77 23.5 140 42.8 71 21.7 39 11.9 
Classified Employee 126 48 38.1 40 31.7 29 23.0 9 07.1 
Union Representative 10 3 30.0 2 20.0 3 30.0 2 20.0 
Current Job Title 
Total 516 140 27.1 195 37.8 113 21.9 68 13.2 52.055* 12 
Board Member 8 3 37.5 1 12.5 1 12.5 3 37.5 
Administrator 43 8 18.6 10 23.3 8 18.6 17 39.5 
Teacher 333 81 24.3 146 43.8 69 20.7 37 11.1 
Classified Employee 128 48 37.5 37 28.9 33 25.8 10 07.8 
Union Representative 4 1 25.0 2 50.0 1 25.0 
Annual Salary 
Total 516 140 27.1 195 37.8 113 21.9 68 13.2 76.048* 12 
$6,000 - 9,999 119 51 42.9 38 31.9 20 16.8 10 08.4 
10,000 - 13,999 104 24 23.1 52 50.0 16 15.4 12 11.5 
14,000 - 17,999 201 44 21.9 86 42.8 49 24.4 22 10.9 
18,000 - 25,999 72 17 23.6 19 26.4 24 33.3 12 16.7 
Over 26,000 20 4 20.0 4 20.0 12 60.0 
J- 
A 
Significant beyond .05 level of confidence 
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The obtained chi-square for these data of 6.446 with 3 degrees 
of freedom was not significant at the .05 level of confidence. 
These data indicated that there was not a significant 
difference in the way that this item was perceived according to 
sex. 
Marital Status (Table 6) 
The subjects in this group responded strongly agree in their 
perceptions of public school negotiations seek to improve and/or 
change the instructional program. This response was the same in 
all of the groups. 
The obtained chi-square for these data of 10.633 with 9 
degrees of freedom was not significant at the .05 level of 
confidence. 
These data indicated marital status did not influence the way 
that this item was perceived by subjects. 
Education (Table 6) 
The subjects were consistent in their responses to this 
variable. In every instance except that of the doctoral degree 
respondents, there was agreement that public school negotiations 
seek to improve and/or change the instructional program. 
The obtained chi-square for these data of 38.905 with 12 
degrees of freedom was significant at the .05 level of confidence. 
These data showed that a majority of all groups except those 
with a doctoral degree felt that public school negotiations seek 
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to improve and/or change the instructional program. These data 
also indicated an inverse relationship with the percentage of 
agreement and degrees earned. Thus, the highest majority was for 
those subjects with high school diplomas, masters and bachelors next 
with about the same percentage (67.0 and 64.5, respectively). 
Education specialist and doctoral degrees, with only 36.4 percent, 
favored the item. These differences were statistically significant. 
Assignment at Time of School Work Stoppage (Table 6) 
Board members at the time of the work stoppage agreed with 
this variable. Administrators during the time of the work 
stoppage did not feel that negotiations seek to improve and/or 
change the instructional program. Teachers were in agreement with 
this variable as were classified employees. 
The obtained chi-square for these data of 46.548 with 12 
degrees of freedom was significant at the .05 level of confidence. 
According to assignment at the time of the school work 
stoppage, these data indicated that classified employees, teachers 
and board members perceived that public school negotiations seek to 
improve and/or change the instructional program more so than did 
administrators and union representatives. 
Current Job Title (Table 6) 
Board members were evenly distributed in their responses to 
whether public school negotiations seek to improve and/or change 
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the instructional program. Administrator reponses were in agree¬ 
ment with this variable. Classified employees were also in agree¬ 
ment with this variable. 
The obtained chi-square for these data of 52.055 with 12 
degrees of freedom was significant at the .05 level of confidence. 
According to current job assignment, teachers and classified 
employees perceived that public negotiations seek to improve and/or 
change the instructional program more so than did union 
representatives, administrators or board members. 
Annual Salary (Table 6) 
The subjects earning less than $18,000 agreed in their responses 
that public school negotiations seek to improve and/or change the 
instructional program. Those subjects earning in excess of $18,000 
disagreed with this variable and those earning over $26,000 indicate 
that public school negotiations do not seek to change or improve 
the instructional program. 
The obtained chi-square for these data of 76.048 with 12 
degrees of freedom was significant at the .05 level of confidence. 
According to annual salary made by subjects, those employees 
earning less than $18,000 annually perceived that public school 
negotiations seek to improve and/or change the instructional 
program more so than did those earning over $18,000. 
Summary 
A majority of the subjects agreed that collective bargaining 
seeks to improve and/or change the instructional program. The per- 
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ceptions of the respondents as to whether public school negotiations 
seek to improve and/or change the instructional program were signfi- 
cant according to education, assignment at time of work stoppage, 
current job title and salary. They were not significant according 
to sex and marital status. 
Educational Programs and Salary 
The data collected from the responses of the 516 subjects of 
this study concerning their perceptions of how salary affects 
educational programs are presented in Table 7. These data are 
presented with respect to the six independent variables: sex, 
marital status, education, assignment at time of school work 
stoppage, current job title, and annual salary. 
Sex (Table 7) 
The male and female responses were very similar according to 
their perceptions of it is difficult to have a sound and workable 
educational program without competitive salaries. 
The obtained chi-square for these data of 5.447 with 5 degrees 
of freedom was not significant at the .05 level of confidence. 
These data indicated a majority of males and females perceived 
that it is difficult to have a sound and workable educational 
program without competitive salaries. 
TABLE 7 
PERCENTAGES AND CHI-SQUARES FOR THE RESPONSES TO ITEM 7: 
IT IS DIFFICULT TO HAVE A SOUND AND WORKABLE EDUCATIONAL 
PROGRAM WITHOUT COMPETITIVE SALARIES. 
Strongly 
Population Agree Agree 
Strongly Chi 
Disagree Disagree Square DF 
N N % N % N % N 1 . 
Sex 
Total 516 285 55.2 140 27.1 68 13.2 23 04.5 05.447 3 
Male 124 74 59.7 34 27.4 9 07.3 7 05.6 
Female 392 211 53.8 106 27.0 59 15.1 16 04.1 
Marital Status 
Total 516 285 55.2 140 27.1 68 13.2 23 04.5 14.549 9 
Single 75 39 52.0 19 25.3 12 16.0 5 06.7 
Married 340 188 55.3 98 28.8 44 12.9 10 02.9 
Divorced 64 32 50.0 18 28.1 7 10.9 7 10.9 
Widowed 37 26 70.3 5 13.5 5 13.5 1 02.7 
Education 
Total 516 285 55.2 140 27.1 68 13.2 23 04.5 15.959 12 
High School Diploma 134 75 56.0 32 23.9 25 18.7 2 01.5 
Bachelors 124 69 55.6 37 29.8 14 11.3 4 03.2 
Masters 203 112 55.2 56 27.6 22 10.8 13 06.4 
Edu. Specialist 33 19 57.6 6 18.2 6 18.2 2 06.1 
Doctorate 22 10 49.5 9 40.9 1 04.5 2 09.1 
TABLE 7 -- continued 
Population 
Strongly Strongly Chi 
Agree Agree Disagree Disagree Square DF 
N N 1 N 1 N % N % 
Assignment at Time 
of School Work Stoppage 
Total 516 285 55.2 140 27.1 68 13.2 23 04.5 09.839 
Board Member 12 6 50.0 5 41.7 1 08.3 
Administrator 41 23 56.1 12 29.3 4 09.8 2 04.9 
Teacher 327 185 56.6 85 26.0 39 11.9 18 05.5 
Classified Employee 126 65 51.6 36 28.6 23 18.3 2 01.6 
Union Representative 10 6 60.0 2 20.0 1 10.0 1 10.0 
Current Job Title 
Total 516 285 55.2 140 27.1 68 13.2 23 04.5 16.526 
Board Member 8 3 37.5 4 50.0 1 12.5 
Administrator 43 25 58.1 13 30.2 3 07.0 2 04.7 
Teacher 333 188 56.5 87 26.1 40 12.0 18 05.4 
Classified Employee 128 66 51.6 36 28.1 24 18.8 2 01.6 
Union Representative 4 3 75.0 1 25.0 
Annual Salary 
Total 516 285 55.2 140 27.1 68 13.2 23 04.5 17.462 
$6,000 - 9,999 119 66 55.5 28 23.5 23 19.3 2 01.7 
10,000 - 13,999 104 61 58.7 30 28.8 9 08.7 4 03.8 
14,000 - 17,999 201 106 52.7 56 27.9 28 13.9 11 05.5 
18,000 - 25,999 72 42 58.3 19 26.4 8 11.1 3 04.2 
Over 26,000 20 10 50.0 7 35.0 3 15.0 
Significant beyond .05 level of confidence 
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Marital Status (Table 7) 
All of the responses according to marital status agreed with 
this variable. 
The obtained chi-square for these data of 14.549 with 9 
degrees of freedom was not significant at the .05 level of 
confidence. 
According to marital status a majority of all groups agreed 
that it is difficult to have a sound and workable educational 
program without competitive salaries. 
Education (Table 7) 
Subjects with high school diplomas, bachelor, master, educa¬ 
tion specialist, and doctoral degrees agreed in their responses 
to this variable. 
The obtained chi-square for these data of 15.959 with 12 
degrees of freedom was not significant at the .05 level of 
confidence. 
According to education level attained, a majority of all 
groups agreed that it is difficult to have a sound and workable 
educational program without competitive salaries. 
Assignment at Time of School Work Stoppage (Table 7) 
The consensus of responses from all groups with respect to 
assignment at the time of the work stoppage was agreement with 
this variable. 
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The obtained chi-square for these data of 9.839 with 12 
degrees of freedom was not significant at the .05 level of 
confidence. 
According to assignments at the time of the school work 
stoppage, a majority of all groups agreed that it is difficult to 
have a sound and workable educational program without competitive 
salaries. 
Current Job Title (Table 7) 
The majority of the current board members responding to this 
variable were in agreement. All but five of the forty-three 
administrators responding were in agreement with this variable. 
The majority of the teachers, classified employees and union 
representatives were in agreement with this variable. 
The obtained chi-square for these data of 16.526 with 12 
degrees of freedom was not significant at the .05 level of 
confidence. 
According to current job assignments, a majority of all groups 
agreed that it is difficult to have a sound and workable 
educational program without competitive salaries. 
Annual Salary (Table 7) 
Competitive salary was perceived by all of the subjects in 
the various salary groups as being necessary to a sound and 
workable educational program. 
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The obtained chi-square for these data of 17.462 with 12 
degrees of freedom was not significant at the .05 level of 
confidence. 
According to annual salaries earned by subjects, a majority of 
all groups agreed that it is difficult to have a sound and workable 
educational program without competitive salaries. 
Summary 
The perceptions of the subjects as indicated by their responses 
did not vary signifcantly as measured by any of the independent 
variables, sex, marital status, education, assignment at time of 
work stoppage, current job title or salary. Thus, the subjects 
perceived salary to be a concern of management and union. 
Negotiations and the Georgia Law 
The data collected from the responses of the 516 subjects of 
this study concerning their perceptions of the legality of 
negotiations in Georgia are presented in Table 8. These data are 
presented with respect to the six independent variables: sex, 
marital status, education, assignment at time of school work 
stoppage, current job title, and annual salary. 
Sex (Table 8) 
The responses of the male and female subjects were rather 
evenly divided. However, the majority of the responses were disagree 
with the variable it is illegal for boards of education to negotiate 
with unions in Georgia. 
TABLE 8 
PERCENTAGES AND CHI-SQUARES FOR RESPONSES TO ITEM 8: 
IT IS ILLEGAL FOR BOARDS OF EDUCATION TO NEGOTIATE 
WITH UNIONS IN GEORGIA. 
Strongly Strongly Chi 
Population Agree Agree Disag ree Disag ree Square DF 
N N % N l N % N % . 
Sex 
Total 516 98 19.0 110 21.3 193 37.4 115 22.3 04.819 3 
Male 124 29 23.4 31 25.0 38 30.6 26 21.0 
Female 392 69 17.6 79 20.2 155 39.5 89 22.7 
Marital Status 
Total 516 98 19.0 110 21.3 193 37.4 115 22.3 26.652* 9 
Single 75 9 12.0 24 32.0 24 32.0 18 24.0 
Married 340 61 17.9 69 20.3 134 39.4 76 22.4 
Divorced 64 11 17.2 14 21.9 26 40.6 13 20.3 
Widowed 37 17 45.9 3 08.1 9 24.3 8 21.6 
Education 
Total 516 98 19.0 110 21.3 193 37.4 115 22.3 37.586* 12 
High School Diploma 134 36 26.9 25 18.7 43 32.1 30 22.4 
Bachelors 124 17 13.7 31 25.0 45 36.3 31 25.0 
Masters 203 25 12.3 42 20.7 88 43.3 48 23.6 
Edu. Specialist 33 8 24.2 9 27.3 13 39.4 3 09.1 
Doctorate 22 12 54.5 3 13.6 4 18.2 3 13.6 
TABLE 8 -- continued 
Strongly 
Population Agree Agree Disagree 
Strongly Chi 
Disagree Square DF 
N N % N % N % N % 
Assignment at Time 
of School Work Stoppage 
Total 516 98 19.0 110 21.3 193 37.4 115 22.3 33.140* 
Board Member 12 5 41.7 3 25.0 3 25.0 1 08.3 
Administrator 41 17 41.5 6 14.6 11 26.8 7 17.1 
Teacher 327 42 12.8 76 23.2 132 40.4 77 23.5 
Classified Employee 126 33 26.2 24 19.0 43 34.1 26 20.6 
Union Representative 10 1 10.0 1 10.0 4 40.0 4 40.0 
Current Job Title 
Total 516 98 19.0 110 21.3 193 37.4 115 22.3 39.910* 
Board Member 8 5 62.5 2 25.0 1 12.5 
Administrator 43 16 37.2 8 18.6 9 20.9 10 23.3 
Teacher 333 44 13.2 75 22.5 137 41.1 77 23.1 
Classified Employee 128 32 25.0 25 19.5 46 35.9 25 19.5 
Union Representative 4 1 25.0 3 75.0 
Annual Salary 
Total 516 98 19.0 110 21.3 193 37.4 115 22.3 58.340* 
$6,000 - 9,999 119 38 31.9 24 20.2 32 26.9 25 21.0 
10,000 - 13,999 104 17 16.3 23 22.1 40 38.5 24 23.1 
1A,000 - 17,999 201 22 10.9 40 19.9 89 44.3 50 24.9 
18,000 - 25,999 72 8 11.1 22 30.6 28 38.9 14 19.4 
Over 26,000 20 13 65.0 1 05.0 4 20.0 2 10.0 




The obtained chi-square for these data of 4.819 with 3 degrees 
of freedom was not significant at the .05 level of confidence. 
A majority of males and females disagreed with the item that 
it is illegal for boards of education to negotiate with unions in 
Georgia. 
Marital Status (Table 8) 
The single, married and divorced participants all disagreed 
with this variable. The widowed participants agreed with this 
variable. 
The obtained chi-square for these data of 26.652 with 9 
degrees of freedom was significant at the .05 level of confidence. 
According to marital status, the only group of which a 
majority agreed that it is illegal for boards of education to 
negotiate with unions in Georgia was the widowed subjects. This 
difference in perception from the other groups was statistically 
significant. 
Education (Table 8) 
The responses of the subjects according to levels of education 
indicated all were in disagreement wth the exception of those 
respondents with education specialist and doctoral degrees. These 
respondents were in agreement in their responses. 
The obtained chi-square for these data of 37.586 with 12 
degrees of freedom was significant at the .05 level of confidence. 
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According to education level attained, a majority of subjects 
with education specialist degrees and doctoral degrees agreed 
that it is illegal for boards of education to negotiate with unions 
in Georgia. The perception of these two groups on this item is 
statistically different from the perception of the other groups. 
Assignment at Time of School Work Stoppage (Table 8) 
The responses for the subjects according to assignment at time 
of school work stoppage indicated that board members and administrators 
were in agreement in their responses. The teachers, classified 
employees and union representatives responses were in agreement. 
The obtained chi-square for these data of 33.140 with 12 
degrees of freedom was significant at the .05 level of confidence. 
According to assignment at the time of the school work stoppage, 
a majority of board members and administrators agreed that it is 
illegal for boards of education to negotiate with unions in 
Georgia. All other groups considered collective bargaining as legal. 
The perceptions of these two groups are statistically different from 
the other groups. 
Current Job Title (Table 8) 
The board members and administrators were in agreement in 
their responses with respect to the legality of negotiations with 
unions in Georgia. Teachers, classified employees and union 
representatives on the other hand disagreed with this variable. 
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The obtained chi-square for these data of 39.910 with 12 
degrees of freedom was significant at the .05 level of confidence. 
According to current job title, board members and 
administrators perceived that it is illegal for boards of education 
to negotiate with unions in Georgia more so than did teachers, 
classified employees and union representatives. It is interesting 
to note here that the major change in attitudes between the two 
periods of assignments is the polarization of union representatives 
and board members. 
Annual Salary (Table 8) 
The responses of the parti cipatns grouped according to salary 
level indicated that those earning less than $10,000 and over 
$26,000 were in agreement with the variable it is illegal for boards 
of education to negotiate with unions in Georgia. Those earning 
between $10,000 and $13,999, $14,000 and $17,999 and $18,000 and 
$25,999 were in disagreement with this variable. 
The obtained chi-square for these data of 58.340 with 12 
degrees of freedom was significant at the .05 level of confidence. 
According to annual salaries earned by subjects, those earning 
over $26,000 and under $10,000 tended to agree that it is illegal 
for boards of education to negotiate with unions in Georgia more so 
than did those subjects earning between $10,000 and $26,000. 
Summary 
The perceptions of the participants as indicated by their 
responses varied significantly according to marital status, education, 
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assignment at time of work stoppage, current job title and annual 
salary. Sex was not significant. The subjects perceived that 
collective bargaining had an effect on the school program. The 
subjects also indicated in their perceptions the questions of 
whether it is legal to negotiate in Georgia is indeed a question. 
Management Concerns 
The data collected from the responses of the 516 subjects of 
this study concerning their perceptions of management concerns 
during the work stoppage are presented in Table 9. These data are 
presented with respect to the six independent variables: sex, 
marital status, education, assignment at time of school work stop¬ 
page, current job title, and annual salary. 
Which of the following best describes management concerns? 
(select one) 
(A) Academic Rules and Regulations, Preparation Time for 
Teachers, Duty Free Lunch 
(B) Assignment of Staff, Selection, Evaluation, Curriculum, 
Promotions 
(C) Wage & Economic Fringes, e. g., Salary, Sick Leave, 
Health Plans 
(D) Participatory decision-making, discussions as equals. 
Sex (Table 9) 
The responses for the 124 male subjects were: A, 31 or 25.0 
percent; B, 44 or 35.5 percent; C, 33 or 26.6 percent; and D, 16 or 
12.9 percent. 
The responses for the 392 female subjects were: A, 116 or 
29.6 percent; B, 159 or 40.6 percent; C, 89 or 22.7 percent; and D, 
28 or 7.1 percent. 
TABLE 9 
PERCENTAGES AND CHI-SQUARES FOR RESPONSES TO ITEM 9: 
THE DESCRIPTIONS OF MANAGEMENT CONCERNS. 
Chi 
Population A B C D Square DF 
N N l N 1 N 1 N % 
Sex 
Total 516 147 28.5 203 39.3 122 23.6 44 08.5 05.589 3 
Male 124 31 25.0 44 35.5 33 26.6 16 12.9 
Female 392 116 29.6 159 40.6 89 22.7 28 07.1 
Marital Status 
Total 516 147 28.5 203 39.3 122 23.6 44 08.5 04.953 9 
Single 75 18 24.0 30 40.0 21 28.0 6 08.0 
Married 340 97 28.5 135 39.7 77 22.6 31 09.1 
Divorced 64 22 34.4 26 40.6 13 20.3 3 04.7 
Widowed 37 10 27.0 12 32.4 11 29.7 4 10.8 
Education 
Total 516 147 28.5 203 39.3 122 23.6 44 08.5 14.623 12 
High School Diploma 134 41 30.6 40 29.9 39 29.1 14 10.4 
Bachelors 124 41 33.1 49 39.5 28 22.6 6 04.8 
Masters 203 52 25.6 85 41.9 46 22.7 20 09.9 
Edu. Specialist 33 8 24.2 17 51.5 5 15.2 3 09.1 
Doctorate 22 5 22.7 12 54.5 4 18.2 1 04.5 
TABLE 9 continued 
Chi 
Population A B C D Square DF 
N N % N l N % N % 
Assignment at Time 
of School Work Stoppage 
Total 516 147 28.5 203 39.3 122 23.6 44 08.5 15.542 12 
Board Member 12 3 25.0 5 41.7 4 33.3 
Administrator 41 10 24.4 23 56.1 6 14.6 2 04.9 
Teacher 327 93 28.4 133 40.7 74 22.6 27 08.3 
Classified Employee 126 40 31.7 39 31.0 33 26.2 14 11.1 
Union Representative 10 1 10.0 3 30.0 5 50.0 1 10.0 
Current Job Title 
Total 516 147 28.5 203 39.3 122 23.6 44 08.5 18.413 12 
Board Member 8 2 25.0 3 37.5 2 25.0 1 12.5 
Administrator 43 9 20.9 24 55.8 8 18.6 2 04.7 
Teacher 333 95 28.5 134 40.2 79 23.7 25 07.5 
Classified Employee 128 41 32.0 41 32.0 32 25.0 14 10.9 
Union Representative 4 1 25.0 1 25.0 2 50.0 
Annual Salary 
Total 516 147 28.5 203 39.3 122 23.6 44 08.5 30.009* 12 
$6,000 - 9,999 119 41 34.5 41 34.5 32 26.9 5 04.2 
10,000 - 13,999 104 33 31.7 37 35.6 29 27.9 5 04.8 
14,000 - 17,999 201 57 28.4 76 37.8 49 24.4 19 09.5 
18,000 - 25,999 72 12 16.7 37 51.4 10 13.9 13 18.1 
Over 26,000 20 4 20.0 12 60.0 2 10.0 20 10.0 




The obtained chi-square for these data of 5.589 with 3 degrees 
of freedom was not significant at the .05 level of confidence. 
These data showed that there was no significant difference in 
the response of male and female on this item even though they did 
reverse their choices of number 2 and number 3 concerns of 
management. Overall the subjects rated management concerns in the 
following order: 
(1) B Assignment of staff, selection, evaluation, 
curriculum, promotions 
(2) A Academic rules and regulations, preparation 
teachers, duty free lunch 
time for 
(3) C Wage and economic fringes, e.g., salary, sick leave, 
health plans 
(4) D Participating decision-making, discussion as equals. 
Marital Status (Table 9) 
The responses of the 75 single subjects were: A, 18 or 24.0 
percent; B, 30 or 40.0 percent; C, 21 or 28.0 percent; and D, 6 or 
8.0 percent. 
The responses for the 340 married subjects were: A, 97 or 
28.5 percent; B, 135 or 37.7 percent; C, 77 or 22.6 percent; and D, 
31 or 9.1 percent. 
The responses of the 64 divorced subjects were: A, 22 or 34.4 
percent; B, 26 or 40.6 percent; C, 13 or 20.3 percent; and D, 3 or 
4.7 percent. 
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The responses of the 37 widowed subjects were: A, 10 or 27.0 
percent; B, 12 or 32.4 percent; C, 11 or 29.7 percent; and D, 4 or 
10.8 percent. 
The obtained chi-square for these data of 4.953 with 9 degrees 
of freedom was not significant at the .05 level of confidence. 
There were no significant differences in the way that the 
groups, according to marital status, perceived the concerns of 
management. 
Education (Table 9) 
The responses for the 134 subjects with high school diplomas 
were: A, 41 or 30.6 percent; B, 40 or 29.9 percent; C, 39 or 29.1 
percent; and D, 14 or 10.4 percent. 
The responses for the 124 subjects with bachelor degrees were: 
A, 41 or 33.1 percent; B, 49 or 39.5 percent; C, 28 or 22.6 
percent; and D, 6 or 4.8 percent. 
The responses of the 203 subjects with master degrees were: 
A, 52 or 25.6 percent; B, 85 or 41.9 percent; C, 46 or 22.7 
percent; and D, 20 or 9.9 percent. 
The responses of the 33 subjects with education specialist 
degrees were: A, 8 or 24.2 percent; B, 17 or 51.5 percent; C, 5 or 
15.2 percent; and D, 3 or 9.1 percent. 
For the 22 subjects with doctoral degrees these data revealed 
that the responses were: A, 5 or 22.7 percent; B, 12 or 54.5 
percent; C, 4 or 18.2 percent; and D, 1 or 4.5 percent. 
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The obtained chi-square for these data of 14.623 with 12 
degrees of freedom was not significant at the .05 level of 
confidence. 
There was no significant difference in the way subjects, 
grouped according to education, perceived the concerns of 
management. 
Assignment at Time of School Work Stoppage (Table 9) 
The responses for the 12 board members were: A, 3 or 25.0 
percent; B, 5 or 41.7 percent; and C, 4 or 33.3 percent. 
The responses for the 41 administrators were: A, 10 or 24.4 
percent; B, 23 or 56.1 percent; C, 6 or 14.6 percent; and D, 2 or 
4.9 percent. 
The responses of the 327 teachers were: A, 93 or 28.4 
percent; B, 133 or 40.7 percent; C, 74 or 22.6 percent; and D, 27 
or 8.3 percent. 
The responses of the 126 classified employees were: A, 40 or 
31.7 percent; B, 39 or 31.0 percent; C, 33 or 26.2 percent; and D, 
14 or 11.1 percent. 
For the 10 union representatives these data revealed that the 
responses were: A, 1 or 10.0 percent; B, 3 or 30.0 percent; C, 5 
or 50.0 percent; and D, 1 or 10.0 percent. 
The obtained chi-square for these data of 15.542 with 12 
degrees of freedom was not significant at the .05 level of 
confidence. 
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There was no significant difference in the way subjects, 
according to job assignment at the time of the teacher work stop¬ 
page, perceived the concerns of management. 
Current Job Title (Table 9) 
The responses for the 8 board members were: A, 2 or 25.0 
percent; B, 3 or 37.5 percent; C, 2 or 25.0 percent; and D, 1 or 
12.5 percent. 
The responses for the 43 administrators were: A, 9 or 20.9 
percent; B, 24 or 55.8 percent; C, 8 or 18.6 percent; and D, 2 or 
4.7 percent. 
The responses of the 333 teachers were: A, 95 or 28.5 
percent; B, 134 or 40.2 percent; C, 79 or 23.7 percent; and D, 25 
or 7.5 percent. 
The responses of the 128 classified employees were: A, 41 or 
32.0 percent; B, 41 or 32.0 percent; C, 32 or 25.0 percent; and D, 
14 or 10.9 percent. 
For the 4 union representatives these data revealed that the 
responses were: B, 1 or 25.0 percent; C, 1 or 25.0 percent; and D, 
2 or 50.0 percent. 
The obtained chi-square for these data of 18.413 with 12 
degrees of freedom was not significant at the .05 level of 
confidence. 
Thus, there is no significant difference in the way subjects 
according to current job assignments perceived the concerns of 
management. 
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Annual Salary (Table 9) 
The responses for the 119 subjects earning between $6,000 and 
$9,999 were: A, 41 or 34.5 percent; B, 41 or 34.5 percent; C, 32 or 
26.9 percent; and D, 5 or 4.2 percent. 
The responses for the 104 subjects earning between $10,000 and 
$13,999 were: A, 33 or 31.7 percent; B, 37 or 35.6 percent; C, 29 
or 27.9 percent; and D, 5 or 4.8 percent. 
The responses of the 206 subjects earning between $14,000 and 
$17,999 were: A, 57 or 28.4 percent; B, 76 or 37.8 percent; C, 49 
or 24.4 percent; and D, 19 or 9.5 percent. 
The responses of the 72 subjects earning between $18,000 and 
$25,999 were: A, 12 or 16.7 percent; B, 37 or 51.4 percent; C, 10 
or 13.9 percent; and D, 13 or 18.1 percent. 
For the 20 subjects earning over $26,000 these data revealed 
that the responses were: A, 4 or 20.0 percent; B, 12 or 60.0 
percent; C, 2 or 10.0 percent; and D, 20 or 10.0 percent. 
The obtained chi-square for these data of 30.009 with 12 
degrees of freedom was significant at the .05 level of confidence. 
These data indicated more subjects earning over $18,000 
perceived the first concerns of management to be (A), Assignment of 
staff, selection, evaluation, curruculum and promotion. That is, 
significantly more of this group selected this item than subjects 
in the lower salary groups. Also, the second most popular item for 
the subjects earning between $18,000 and $26,000 was choice (D), 
Participating in decision-making, discussions as equals which was 
quite different from the other groups. 
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Summary 
The groups' perceptions of management concerns during the work 
stoppage were only significant according to annual salary. None of 
the other independent variables were significant. However, the 
most popular selection of all groups was (B), assignment of staff, 
selection, evaluation, curriculum and promotion. 
The responses of the groups to this variable would indicate 
that management is more concerned during a work stoppage with the 
supervision of the operations of the institutions. The perceptions 
of the subjects gained from this variable are that assignment of 
staff, selection, evaluation, curriculum and promotion are factors 
which contributed to the work stoppage. 
Union Concerns During A Work Stoppage 
The data collected from the responses of the 516 subjects of 
this study concerning their perceptions of union concerns during a 
work stoppage are presented in Table 10. These data are presented with 
respect to the six independent variables: sex, marital status, 
education, assignment at time of school work stoppage, current job 
title, and annual salary. 
Which of the following best describes union concerns? 
(select one) 
(A) Academic Rules and Regulations, Preparation Time for 
Teachers, Duty Free Lunch 
(B) Assignment of Staff, Selection, Evaluation, Curriculum, 
Promotions 
(C) Wage & Economic Fringes, e.g., Salary, Sick Leave, 
Health Plans 
(D) Participatory decision-making, discussions as equals. 
TABLE 10 
PERCENTAGES AND CHI-SQUARES FOR THE RESPONSES TO ITEM 10: 
THE DESCRIPTIONS OF UNION CONCERNS. 
Chi 
Population A B C D Square DF 
N N % N % N l N l 
Sex 
Total 516 98 19.0 30 05.8 310 60.1 78 15.1 01.669 3 
Male 124 19 15.3 8 06.5 79 63.7 18 14.5 
Female 392 79 20.2 22 05.6 231 58.9 60 15.3 
Marital Status 
Total 516 98 19.0 30 05.8 310 60.1 78 15.1 10.035 9 
Single 75 16 21.3 4 05.3 40 53.3 15 20.0 
Married 340 65 19.1 20 05.9 206 60.6 49 14.4 
Divorced 64 12 18.8 4 06.3 35 54.7 13 20.3 
Widowed 37 5 13.5 2 05.4 29 78.4 1 02.7 
Education 
Total 516 98 19.0 30 05.8 310 60.1 78 15.1 28.817* 12 
High School Diploma 134 25 18.7 10 07.5 90 67.2 9 06.7 
Bachelors 124 27 21.8 7 05.6 79 63.7 11 08.9 
Masters 203 38 18.7 10 04.9 109 53.7 46 22.7 
Edu. Specialist 33 2 06.1 1 03.0 22 66.7 8 24.2 
Doctorate 22 6 27.3 2 09.1 10 45.5 4 18.2 
TABLE 10 — continued 
Chi 
Population A B C D Square DF 
N N % N % N % N % 
Assignment at Time 
of School Work Stoppa L&Ê 
Total 516 98 19.0 30 05.8 310 60.1 78 15.1 19.846 12 
Board Member 12 3 25.0 2 16.7 6 50.0 1 08.3 
Administrator 41 5 12.2 1 02.4 26 63.4 9 22.0 
Teacher 327 66 20.2 17 05.2 186 56.9 58 17.7 
Classified Employee 126 21 16.7 10 07.9 87 69.0 8 06.3 
Union Representative 10 3 30.0 5 50.0 2 20.0 
Current Job Title 
Total 516 98 19.0 30 05.8 310 60.1 78 15.1 26.948* 12 
Board Member 8 3 37.5 5 62.5 
Administrator 43 3 07.0 3 07.0 27 62.8 10 23.3 
Teacher 333 70 21.0 17 05.1 187 56.2 59 17.7 
Classified Employee 128 22 17.2 10 07.8 89 69.5 7 05.5 
Union Representative 2 50.0 2 50.0 
Annual Salary 
Total 516 98 19.0 30 05.8 310 60.1 78 15.1 23.719* 12 
$6,000 - 9,999 119 26 21.8 11 09.2 73 61.3 9 07.6 
10,000 - 13,999 104 27 26.0 7 06.7 56 53.8 14 13.5 
14,000 - 17,999 210 34 16.9 8 04.0 126 62.7 33 16.4 
18,000 - 25,999 72 8 11.1 2 02.8 46 63.9 16 22.2 
Over 26,000 20 3 15.0 2 10.0 9 45.0 6 30.0 
"A 




Sex (Table 10) 
The responses for the 124 male subjects were: A, 19 or 15.3 
percent; B, 8 or 6.5 percent; C, 79 or 63.7 percent; and D, 18 or 
14.5 percent. 
The responses for the 392 female subjects were: A, 79 or 20.2 
percent; B, 22 or 5.6 percent; C, 231 or 58.9 percent; and D, 60 or 
15.3 percent. 
The obtained chi-square for these data of 1.669 with 3 degrees 
of freedom was not significant at the .05 level of confidence. 
These data indicated that males and females were in agreement 
in how they perceived the concerns of unions. They felt that union 
concerns were as follows: 
(1) C, Wages and economic fringes, e.g., salary, sick leave, 
and health plans (60.1 percent) 
(2) A, Academic rules and regulations, preparation time for 
teachers, duty free lunch (19.0 percent) 
(3) D, Participatory decision-making, discussions as equals 
(15.1 percent) 
(4) B, Assignment of staff, selection, evaluation, 
curriculum, promotion (5.8 percent). 
Marital Status (Table 10) 
The responses for the 75 single subjects were: A, 16 or 21.3 
percent; B, 4 or 5.3 percent; C, 40 or 53.3 percent; and D, 15 or 
20. 0 percent. 
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The responses for the 340 married subjects were: A, 65 or 
19.1 percent; B, 20 or 5.9 percent; C, 206 or 60.6 percent; and D, 
49 or 14.4 percent. 
The responses of the 64 divorced subjects were: A, 12 or 18.8 
percent; B, 4 or 6.3 percent; C, 35 or 54.7 percent; and D, 13 or 
20.3 percent. 
The responses of the 37 widowed subjects were: A, 5 or 13.5 
percent; B, 2 or 5.4 percent; C, 29 or 78.4 percent; and D, 1 or 
2.7 percent. 
The obtained chi-square for these data of 10.035 with 9 
degrees of freedom was not significant at the .05 level of 
confidence. 
These data showed that there was no signficant difference in 
the way that the subjects according to marital status perceived the 
concerns of unions. 
Education (Table 10) 
The responses for the 134 subjects with high school diplomas 
were: A, 25 or 18.7 percent; B, 10 or 7.5 percent; C, 90 or 67.2 
percent; and D, 9 or 6.7 percent. 
The responses for the 124 subjects with bachelor degrees were: 
A, 27 or 21.8 percent; B, 7 or 5.6 percent; C 79 or 63.7 percent; 
and D, 11 or 8.9 percent. 
The responses of the 203 subjects with master degrees were: 
A, 38 or 18.7 percent; B, 10 or 4.9 percent; C, 109 or 53.7 
percent; and D, 46 or 22.7 percent. 
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The responses of the 33 subjects with education specialist 
degrees were: A, 2 or 6.1 percent; B, 1 or 3.0 percent; C, 22 or 
66.7 percent; and D, 8 or 24.2 percent. 
For the 22 with doctoral degrees these data revealed that the 
responses were: A, 6 or 27.3 percent; B, 2 or 9.1 percent; C, 10 
or 45.5 percent; and D,‘4 or 18.2 percent. 
The obtained chi-square for these data of 28.817 with 12 
degrees of freedom was significant at the .05 level of confidence. 
These data showed that subjects with master and education 
specialist degrees differed significantly from the other groups in 
their second highest concern of unions. They indicated participa¬ 
tion in participatory decision-making, discussion as equals whereas 
the other groups second highest percentage was for (A), academic 
rules and regulations, preparation time for teachers, duty free lunch. 
Subjects with the doctoral degree have the same items as the 
highest percentage. However, it was significantly lower than the 
percentage for the other groups. 
Assignment at Time of School Work Stoppage (Table 10) 
The responses for the 12 board members were: A, 3 or 25.0 
percent; B, 2 or 16.7 percent; C, 6 or 50.0 percent; and D, 1 or 
8.3 percent. 
The responses for the 41 administrators were: A, 5 or 12.2 
percent; B, 1 or 2.4 percent; C, 26 or 63.4 percent; and D, 9 or 
22.0 percent. 
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The responses of the 327 teachers were: A, 66 or 20.2 
percent; B, 17 or 5.2 percent; C, 186 or 56.9 percent; and D, 58 or 
17.7 percent. 
The responses of the 126 classified employees were: A, 21 or 
16.7 percent; B, 10 or 7.9 percent; C, 87 or 69.0 percent; and D, 8 
or 6.3 percent. 
For the 10 union representatives these data revealed that the 
responses were: A, 3 or 30.0 percent; C, 5 or 50.0 percent; and D, 
2 or 20.0 percent. 
The obtained chi-square for these data of 19.846 with 12 
degrees of freedom was not significant at the .05 level of 
confidence. 
These data indicated that there was no statistically 
significant difference in the way that the subjects according to 
job assignment at the time of the school work stoppage perceived 
the concerns of unions. 
Current Job Title (Table 10) 
The responses for the 8 board members were: A, 3 or 37.5 
percent; and, C, 5 or 62.5 percent. 
The responses for the 43 administrators were: A, 3 or 7.0 
percent; B, 3 or 7.0 percent; C, 27 or 62.8 percent; and D, 10 or 
23.3 percent. 
The responses of the 333 teachers were: A, 70 or 21.0 
percent; B, 17 or 5.1 percent; C, 187 or 56.2 percent; and D, 59 or 
17.7 percent. 
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The responses of the 128 classified employees were: A, 22 or 
17.2 percent; B, 10 or 7.8 percent; C, 89 or 69.5 percent; and D, 7 
or 5.5 percent. 
For the 4 union representatives these data revealed that the 
responses were: C, 2 or 50.0 percent, and D, 2 or 50.0 percent. 
The obtained chi-square for these data of 26.948 with 12 
degrees of freedom was significant at the .05 level of confidence. 
These data revealed that all groups according to current job 
title perceived the first concern of unions to be the same, namely, 
(C), wages and economic fringes, e.g., salary, sick leave, health 
plans. 
The second concern of unions as perceived by the subjects did 
vary significantly. Union representatives and administrators 
perceived (D), participatory decision-making, discussion as equals 
as second with their second highest percentages, whereas board 
members, teachers, and classified employees perceived (A), academic 
rules and regulations, preparation time for teachers, duty free 
lunch, as second with their second highest percentage. 
Annual Salary (Table 10) 
The responses for the 119 subjects with income between $6,000 
and $9,999 were: A, 26 or 21.8 percent; B, 11 or 9.2 percent; C, 
73 or 61.3 percent; and D, 9 or 7.6 percent. 
The responses for the 104 subjects with income between $10,000 
and $13,999 were: A, 27 or 26.0 percent; B, 7 or 6.7 percent; and 
C, 56 or 53.8 percent; and D, 14 or 13.5 percent. 
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The responses of the 210 subjects with income between $14,000 
and $17,999 were: A, 34 or 16.9 percent; B, 8 or 4.0 percent; C, 
126 or 62.7 percent; and D, 33 or 16.4 percent. 
The responses of the 72 subjects with income between $18,000 
and $25,999 were: A, 8 or 11.1 percent; B, 2 or 2.8 percent; C, 46 
or 63.9 percent and D, 16 or 22.2 percent. 
For the 20 subjects with income over $26,000 these data 
revealed that the responses were: A, 3 or 15.0 percent; B, 2 or 
10.0 percent; C, 9 or 45.0 percent; and D, 6 or 30.0 percent. 
The obtained chi-square for these data of 23.719 with 12 
degrees of freedom was significant at the .05 level of confidence. 
These data revealed that there was a significant difference in 
the way that the subjects according to annual salary perceived the 
concerns of unions. Again, most subjects in all of the groups 
perceived that the concern of unions was (C), wages and economic 
fringes, e.g., salary, sick leave, health plans. The second most 
popular item marked as the concern of unions was (A), academic 
rules and regulations, preparation time for teachers, duty free 
lunch for subjects earning less than $18,000 and (D), participatory 
decision-making, discussion as equals was second most popular for 
subjects earning over $18,000. 
Summary 
The groups' perceptions of union concerns during the work 
stoppage were significant according to education, current job 
title and annual salary. Sex, marital status and assignment at 
time of school strike were not significant variables. 
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The most selected item by all respondents was (C), wage and 
economic fringes, e.g., salary, sick leave and health plans as 
concerns of the union. This, then, would be one of the factors 
which contributed to the work stoppage. 
Cause of the Work Stoppage 
The data collected from the responses of the 516 subjects of 
this study concerning their perceptions of why employees of the 
Atlanta Public School System struck are presented in Table 11. 
These data are presented with respect to the six independent 
variables: sex, marital status, education, assignment at time of 
school work stoppage, current job title, and annual salary. 
Employee organizations of the Atlanta School System created 
a work stoppage for the following reason, (select one) 
(A) The right to negotiate with the Atlanta Board of 
Education 
(B) Withdrawal of the Atlanta Board of Education of a 
proposed salary increase 
(C) Exclusive recognition by the Atlanta Board of Education 
of the unions 
(D) Dues check off 
Sex (Table 11) 
The responses for the 124 male subjects were: A, 51 or 41.1 
percent; B, 36 or 23.5 percent; C, 13 or 10.5 percent; and D, 24 or 
19.4 percent. 
The responses for the 392 female subjects were: A, 192 or 
49.0 percent; B, 117 or 29.8 percent; C, 40 or 10.2 percent; and D, 
43 or 11.0 percent. 
TABLE 11 
PERCENTAGES AND CHI-SQUARES FOR THE RESPONSES TO ITEM 11: 
EMPLOYEE ORGANIZATIONS OF THE ATLANTA SCHOOL SYSTEM CREATED 
A WORK STOPPAGE FOR THE FOLLOWING REASONS. 
Chi 
Population A B C D Square DF 
N N l N l N l N l , 
Sex 
Total 516 243 47.1 153 29.7 53 10.3 67 13.0 06.362 3 
Male 124 51 41.1 36 23.5 13 10.5 24 19.4 
Female 392 192 49.0 117 29.8 40 10.2 43 11.0 
Marital Status 
Total 516 243 47.1 153 29.7 53 10.3 67 13.0 12.059 9 
Single 75 38 50.7 15 20.0 8 10.7 14 18.7 
Married 340 152 44.7 110 32.4 34 10.0 44 12.9 
Divorced 64 36 56.3 15 23.4 9 14.1 4 06.3 
Widowed 37 17 45.9 13 35.1 2 05.4 3 13.5 
Education 
Total 516 243 47.1 153 29.7 53 10.3 67 13.0 21.178* 12 
High School Diploma 134 50 37.3 53 39.6 12 09.0 19 14.2 
Bachelors 124 63 50.8 36 29.0 10 08.1 15 12.1 
Masters 203 106 52.2 51 25.1 25 12.3 21 10.3 
Edu. Specialist 33 15 45.5 10 30.3 2 06.1 6 18.2 
Doctorate 22 9 40.9 3 13.6 4 18.2 6 27.3 
TABLE 11 -- continued 
Chi 
Population A B C D Square 
N N % N % N % N % 
Assignment at Time 
of School Work Stoppage 
Total 516 243 47.1 153 29.7 53 10.3 67 13.0 24.569* 
Board Member 12 4 33.3 4 33.3 1 08.3 3 25 ..0 
Administrator 41 17 41.5 10 24.4 5 12.2 9 22.0 
Teacher 327 172 52.6 89 27.2 32 09.8 34 10.4 
Classified Employee 126 50 39.7 46 36.5 12 09.5 18 14.3 
Union Representative 10 4 40.0 3 30.0 3 30.0 
Current Job Title 
Total 516 243 47.1 153 29.7 53 10.3 67 13.0 26.457* 
Board Member 8 2 25.0 3 37.5 1 12.5 2 25.0 
Administrator 43 20 46.5 7 16.3 5 11.6 11 25.6 
Teacher 333 171 51.4 93 27.9 33 09.9 36 10.8 
Classified Employee 128 50 39.1 48 37.5 12 09.4 18 14.1 
Union Representative 4 2 50.0 2 50.0 
Annual Salary 
Total 516 243 47.1 153 29.7 53 10.3 67 13.0 38.073* 
$6,000 - 9,999 119 50 42.0 47 39.5 12 10.1 10 08.4 
10,000 - 13,999 104 47 45.2 34 32.7 10 09.6 13 12.5 
14,000 - 17,999 201 110 54.7 55 27.4 18 09.0 18 09.0 
18,000 - 25,999 72 29 40.3 15 20.8 9 12.5 19 26.4 
Over 26,000 20 7 35.0 2 10.0 4 20.0 7 35.0 
Significant beyond .05 level of confidence 
119 
The obtained chi-square for these data of 6.362 with 3 degrees 
of freedom was not significant at the .05 level of confidence. 
These data indicated that male and female subjects perceived 
the reasons for the cause of the teacher work stoppage in the same 
way. The largest group perceived that the cause was (A), the right 
to negotiate with the Atlanta Board of Education. 
The second most popular cause was (B), withdrawal by the 
Atlanta Board of Education of a proposes salary increase; third, 
was (D), dues check off; and fourth, was (C), exclusive recognition 
by the Atlanta Board of Education of the unions. 
Marital Status (Table 11) 
The responses for the 75 single subjects were: A, 38 or 50.7 
percent; B, 15 or 20.0 percent; C, 8 or 10.7 percent; and D, 14 or 
18.7 percent. 
The responses for the 340 married subjects were: A, 152 or 
44.7 percent; B, 110 or 32.4 percent; C, 34 or 10.0 percent; and D, 
44 or 12.9 percent. 
The responses of the 64 divorced subjects were: A, 36 or 56.3 
percent; B, 15 or 23.4 percent; C, 9 or 14.1 percent; and D, 4 or 
6.3 percent. 
The responses of the 37 widowed subjects were: A, 17 or 45.9 
percent; B, 13 or 35.1 percent; C, 2 or 5.4 percent; and D, 3 or 
13.5 percent. 
The obtained chi-square for these data of 12.059 with 9 
degrees of freedom was not significant at the .05 level of 
confidence. 
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These data revealed that the majority of the subjects grouped 
according to marital status perceived the cause of the Atlanta 
teacher work stoppage as being caused by (A), the right to negotiate 
with the Atlanta Board of Education. 
Education (Table 11) 
The responses for the 134 subjects with high school diplomas 
were: A, 50 or 37.3 percent; B, 53 or 39.6 percent; C, 12 or 9.0 
percent; and D, 19 or 14.2 percent. 
The responses for the 124 subjects with bachelor degrees were: 
A, 63 or 50.8 percent; B, 36 or 29.0 percent; C, 10 or 8.1 percent; 
and D, 15 or 12.1 percent. 
The responses of the 203 subjects with master degrees were: 
A, 106 or 52.2 percent; B, 51 or 25.1 percent; C, 25 or 12. 3 
percent; and D, 21 or 10.3 percent. 
The responses of the 33 subjects with education speclialist 
degrees were: A, 15 or 45.5 percent; B, 10 or 30.3 percent; C, 2 
or 6.1 percent; and D, 6 or 18.2 percent. 
For the 22 subjects with doctoral degrees these data revealed 
that the responses were: A, 9 or 40.9 percent; B, 3 or 13.6 
percent; C, 4 or 18.2 percent; and D, 6 or 27.3 percent. 
The obtained chi-square for these data of 21.178 with 12 
degrees of freedom was significant at the .05 level of confidence. 
These data revealed that the subjects grouped according to 
degrees earned did perceive the causes differently which was 
121 
significant. The most popular cause was the same statistically for 
all groups, (A), the right to negotiate with the Atlanta Board of 
Education. 
The second most popular cause for subjects with high school 
diplomas, bachelor, master, and education specialist degrees 
was (B), withdrawal by the Atlanta Board of Education of the pro¬ 
posed salary increase. For subjects with doctoral degrees the 
second most popular choice was (D), dues check off. 
Third choice was (D), dues check off for subjects with high 
school diplomas , bachelor and education specialist degrees. The 
third choice for subjects with master and doctoral degrees was 
(C), exclusive recognition by the Atlanta Board of Education of 
the unions. 
Assignment at Time of School Work Stoppage (Table 11) 
The responses for the 12 board members were: A, 4 or 33.3 
percent; B, 4 or 33.3 percent; C, 1 or 8.3 percent; and D, 3 or 
25.0 percent. 
The responses for the 41 administrators were: A, 17 or 41.5 
percent; B, 10 or 24.4 percent; and C, 5 or 12.2 percent; and D, 9 
or 22.0 percent. 
The responses of the 327 teachers were: A, 172 or 52.6 
percent; B, 89 or 27.2 percent; C, 32 or 9.8 percent; and D, 34 or 
10.4 percent. 
The responses of the 126 classified employees were: A, 50 or 
39.7 percent; B, 46 or 36.5 percent; C, 12 or 9.5 percent; and D, 
18 or 14.3 percent. 
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For the 10 union representatives these data revealed that the 
responses were: B, 4 or 40.0 percent; C, 3 or 30.0 percent; and D, 
3 or 30.0 percent. 
The obtained chi-square for these data of 24.569 with 12 
degrees of freedom was significant at the .05 level of confidence. 
These data showed'that there was a statistically significant 
difference between subjects when grouped according to job 
assignment at the time of the school work stoppage. Union represen¬ 
tatives marked as most popular item (B), withdrawal by the Atlanta 
Board of Education of a proposed salary increase. 
Current Job Title (Table 11) 
The responses for the 8 board members were: A, 2 or 25.0 
percent; B, 3 or 37.5 percent; C, 1 or 12.5 percent; and D, 2 or 
25.0 percent. 
The responses for the 43 administrators were: A, 20 or 46.5 
percent; B, 7 or 16.3 percent; C, 5 or 11.6 percent; and D, 11 or 
25.6 percent. 
The responses of the 333 teachers were: A, 171 or 51.4 
percent; B, 93 or 27.9 percent; C, 33 or 9.9 percent; and D, 36 or 
10.8 percent. 
The responses of the 128 classified employees were: A, 50 or 
39.1 percent; B, 48 or 37.5 percent; C, 12 or 9.4 percent; and D, 
18 or 14.1 percent. 
For the 4 union representatives these data revealed that the 
responses were: B, 2 or 50.0 percent, and C, 2 or 50.0 percent. 
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The obtained chi-square for these data of 26.457 with 12 
degrees of freedom was significant at the .05 level of confidence. 
These data revealed that the various groups according to 
current job title perceived the causes of the school work stoppage 
quite differently as noted above and the differences were statisti¬ 
cally significant. Teachers, administrators, and classified employ¬ 
ees did mark (A), the right to negotiate with the Atlanta Board of 
Education as the cause of the school work stoppage; board members 
marked (B), withdrawal by the Atlanta Board of Education of a 
proposed salary increase most as the cause of the school work 
stoppage; and union representatives gave equal popularity to (B), 
withdrawal by the Atlanta Board of Education of a proposed salary 
increase and (C), exclusive recognition by the Atlanta Board of 
Education of the union. 
Annual Salary (Table 11) 
The responses for the 119 subjects earning between $6,000 and 
$9,999 were: A, 50 or 42.0 percent; B, 47 or 39.5 percent; C, 12 
or 10.1 percent; and D, 10 or 8.4 percent. 
The responses for the 104 subjects earning between $10,000 and 
$13,999 were: A, 47 or 45.2 percent; B, 34 or 32.7 percent; C, 10 
or 9.6 percent; and D, 13 or 12.5 percent. 
The responses of the 201 subjects earning between $14,000 and 
$17,999 were: A, 110 or 54.7 percent; B, 55 or 27.4 percent; C, 18 
or 9.0 percent; and 0, 18 or 9.0 percent. 
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The responses of the 72 subjects earning between $18,000 and 
$25,999 were: A, 29 or 40.3 percent; B, 15 or 20.8 percent; C, 9 
or 12.5 percent; and D, 19 or 26.4 percent. 
For the 20 subjects earning over $26,000 these data revealed 
that the responses were: A, 7 or 35.0 percent; B, 2 or 10.0 
percent; C, 4 or 20.0 percent; and D, 7 or 35.0 percent. 
The obtained chi-square for these data of 38.073 with 12 
degrees of freedom was significant at the .05 level of confidence. 
These data revealed that the statistically significant 
differences among groups were caused by both the popularity of the 
various choices for the groups according to salary and the 
intensity of the most popular item. 
All groups selected item (A), the right to negotiate as most 
popular; however, the intensity of the selection of this item was 
more significant for subjects with annual salaries of $14,000 to 
$18,000 than it was for subjects with annual salaries of more than 
$26,000. Also subjects with annual salaries of more than $26,000 
gave equal intensity to (A), the right to negotiate with the Atlanta 
Board of Education and (D), dues check off. For subjects with annual 
salaries of $18,000 to $26,000 the second most popular cause for the 
school work stoppage was (D) dues check off, whereas, the second 
most popular cause for subjects with salaries less than $18,000 was 




The differences in the perceptions of the groups as to why 
employees of the Atlanta Public Schools created a work stoppage 
were significant according to education, assignment at time of 
work stoppage, current job title and annual salary. The differences 
in perceptions were not significant for the variables sex and 
marital status. 
The most popular item selected by all of the groups was (A) the 
right to negotiate with the Atlanta Board of Education. The popu¬ 
larity of this item indicates a perception that unions are concerned 
about negotiations. 
Why AAE and AFSCME Joined Forces 
The data collected from the responses of the 516 subjects of 
this study concerning their perceptions of the reason for the 
coalition between AAE and AFSCME are presented in Table 12. These 
data are presented with respect to the six independent variables: 
sex, marital status, education, assignment at time of school 
work stoppage, current job title, and annual salary. 
The coalition between AFSCME and AAE was brought about for 
the following reason, (select one) 
(A) The parent organizations NEA and AFSCME National ordered 
the coalition 
(B) AFSCME local intiated the coalition because they could 
not effect a work stoppage of the Atlanta Public Schools 
alone 
(C) AAE initiated the coalition because they could not effect 
a work stoppage of the Atlanta Public Schools alone 
(D) The local unions AAE and AFSCME initiated and formulated 
the coalition without encouragement from their national 
organizations. 
TABLE 12 
PERCENTAGES AND CHI-SQUARES FOR THE RESPONSES TO ITEM 12: 
THE COALITION BETWEEN AFSCME AND AAE WAS BROUGHT ABOUT 
FOR THE FOLLOWING REASONS. 
Chi 
Population A B C D Square DF 
N N l N 1 N % N 1 . 
Sex 
Total 516 88 17.1 172 33.3 68 13.2 188 36.4 00.405 3 
Male 124 19 15.3 43 34.7 16 12.9 46 37.1 
Female 392 69 17.6 129 32.9 52 13.3 142 36.2 
Marital Status 
Total 516 88 17.1 172 33.3 68 13.2 188 36.4 05.139 9 
Single 75 14 18.7 23 30.7 11 14.7 27 36.0 
Married 340 54 15.9 114 33.5 41 12.1 131 38.5 
Divorced 64 12 18.8 20 31.3 11 17.2 21 32.8 
Widowed 37 8 21.6 15 40.5 5 13.5 9 24.3 
Education 
Total 516 88 17.1 172 33.3 68 13.2 188 36.4 15.889 12 
High School Diploma 134 32 23.9 47 35.1 12 09.0 43 32.1 
Bachelors 124 16 12.9 44 35.5 22 17.7 42 33.9 
Masters 203 32 15.8 64 31.5 29 14.3 78 38.4 
Edu. Specialist 33 3 09.1 12 36.4 2 06.1 16 48.5 
Doctorate 22 5 22.7 5 22.7 3 13.6 9 40.9 
TABLE 12 -- continued 
Population B D 
Chi 
Square DF 
N N % N % N % N % 
Assignment at Time 
of School Work Stoppage 
Total 516 88 17.1 172 33.3 68 13.2 188 36.4 14.678 
Board Member 12 5 41.7 2 16.7 2 16.7 3 25,0 
Administrator 41 7 17.1 14 34.1 5 12.2 15 36.6 
Teacher 327 50 15.3 104 31.8 51 15.6 122 37.3 
Classified Employee 126 25 19.8 48 38.1 10 07.9 43 34.1 
Union Representative 10 1 10.0 4 40.0 5 50.0 
Current Job Title 
Total 516 88 17.1 172 33.3 68 13.2 188 36.4 12.191 
Board Member 8 2 25.0 1 12.5 1 12.5 4 50.0 
Administrator 43 7 16.3 15 34.9 5 11.6 16 37.2 
Teacher 333 51 15.3 108 32.4 54 16.2 120 36.0 
Classified Employee 128 27 21.1 47 36.7 8 06.3 46 35.9 
Union Representative 4 1 25.0 1 25.0 2 50.0 
Annual Salary 
Total 516 88 17.1 172 33.3 68 13.2 188 36.4 25.588* 
$6,000 - 9,999 119 32 26.9 41 34.5 8 06.7 38 31.9 
10,000 - 13,999 104 17 16.3 37 35.6 20 19.2 30 28.8 
14,000 - 17,999 201 29 14.4 66 32.8 31 15.4 75 37.3 
18,000 - 25,999 72 7 09.7 21 29.2 7 09.7 37 51.4 
Over 26,000 20 3 15.0 7 35.0 2 10.0 8 40.0 
X 
A 





Sex (Table 12) 
The responses for the 124 male subjects were: A, 19 or 15.3 
percent; B, 43 or 34.7 percent; C, 16 or 12.9 percent; and D, 46 or 
37.1 percent. 
The responses for the 392 female subjects were: A, 69 or 17.6 
percent; B, 129 or 32.9 percent; C, 52 or 13.3 percent; and D, 142 
or 36.2 percent. 
The obtained chi-square for these data of 00.405 with 3 
degrees of freedom was not significant at the .05 level of 
confidence. 
These data revealed that male and female subjects perceived 
the formation of the coalition between AFSCME and AAE was brought 
about in the same way. Their perceptions gave the following as the 
possible causes: 
(1) (D) The local unions AAE and AFSCME initiated and 
formulated the coalition without encouragement from 
their national organization. 
(2) (B) AFSCME local initiated the coalition. 
(3) (A) The parent organizations NEA and AFSCME National 
ordered the coalition. 
(4) (C) AAE initiated the coalition. 
Marital Status (Table 12) 
The responses for the 75 single subjects were: A, 14 or 18.7 
percent; B, 23 or 30.7 percent; C, 11 or 14.7 percent, and D, 27 or 
36.0 percent. 
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The responses for the 340 married subjects were: A, 54 or 
15.9 percent; B, 114 or 33.5 percent; C, 41 or 12.1 percent; and D, 
131 or 38.5 percent. 
The responses of the 64 divorced subjects were: A, 12 or 18.8 
percent; B, 20 or 31.3 percent; C, 11 or 17.2 percent; and D, 21 or 
32.8 percent. 
The responses of the 37 widowed subjects were: A, 8 or 21.6 
percent; B, 15 or 40.5 percent; C, 5 or 13.5 percent; and D, 9 or 
24.3 percent. 
The obtained chi-square for these data of 5.139 with 9 degrees 
of freedom was not significant at the .05 level of confidence. 
These data revealed that there were no statistically 
significant differences in the way that subjects according to 
marital status perceived the reasons for the coalition between 
AFSCME and AAE. 
Education (Table 12) 
The responses for the 134 subjects with high school diplomas 
were: A, 32 or 23.9 percent; B, 47 or 35.1 percent; C, 12 or 9.0 
percent; and D, 43 or 32.1 percent. 
The responses for the 124 subjects with bachelor degrees were: 
A, 16 or 12.9 percent; B, 44 or 35.5 percent; C, 22 or 17.7 
percent; and D, 42 or 33.9 percent. 
The responses of the 203 subjects with master degrees were: 
A, 32 or 15.8 percent, B, 64 or 31.5 percent; C, 29 or 14.3 
percent; and D, 78 or 38.4 percent. 
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The responses of the 33 subjects with education specialist 
degrees were: A, 3 or 9.1 percent; B, 12 or 36.4 percent; C, 2 or 
6.1 percent; and D, 16 or 48.5 percent. 
For the 22 subjects with doctoral degrees these data revealed 
that the responses were: A, 5 or 22.7 percent; B, 5 or 22.7 
percent; C, 3 or 13.6 percent; and D, 9 or 40.9 percent. 
The obtained chi-square for these data of 15.889 with 12 
degrees of freedom was not significant at the .05 level of 
confidence. 
These data revealed that there were no statistically 
significant differences in the way that subjects grouped according 
to education perceived the reasons for the coalition of AFSCME and 
AAE. 
Assignment at Time of School Work Stoppage (Table 12) 
The responses for the 12 board members were: A, or 41.7 percent; 
B, 2 or 16.7 percent; C, 2 or 16.7 percent; and D, 3 or 25.0 percent. 
The responses for the 41 administrators were: A, 7 or 17.1 
percent; B, 14 or 34.1 percent; C, 5 or 12.2 percent; and D, 15 or 
36.6 percent. 
The responses of the 327 teachers were: A, 50 or 15.3 
percent; B, 104 or 31.8 percent; C, 51 or 15.6 percent; and D, 122 
or 37.3 percent. 
The responses of the 126 classified employees were: A, 25 or 
19.8 percent; B, 48 or 38.1 percent; C, 10 or 7.9 percent; and D, 
43 or 34.1 percent. 
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For the 10 union representatives these data revealed that the 
responses were: A, 1 or 10.0 percent, B, 4 or 40.0 percent; and D, 
5 or 50.0 percent. 
The obtained chi-square for these data of 14.678 with 12 
degrees of freedom was not significant at the .05 level of 
confidence. 
These data revealed that there were no statistically 
significant differences in the way that subjects grouped according 
to job assignment at the time of the school work stoppage perceived 
the reasons for the coalition between AFSCME and AAE. 
Current Job Title (Table 12) 
The responses for the 8 board members were: A, 2 or 25.0 
percent; B, 1 or 12.5 percent; C, 1 or 12.5 percent; and D, 4 or 
50.0 percent. 
The responses for the 43 administrators were: A, 7 or 16.3 
percent; B, 15 or 34.9 percent; C, 5 or 11.6 percent; and D, 16 or 
37.2 percent. 
The responses of the 333 teachers were: A, 51 or 15.3 
percent; B, 108 or 32.4 percent; C, 54 or 16.2 percent; and D, 120 
or 36.0 percent. 
The responses of the 128 classified employees were: A, 27 or 
21.1 percent; B, 47 or 36.7 percent; C, 8 or 6.3 percent; and D, 46 
or 35.9 percent. 
For the 4 union representatives these data revealed that the 
responses were: A, 1 or 25.0 percent; B, 1 or 25.0 percent; and D, 
2 or 50.0 percent. 
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The obtained chi-square for these data of 12.191 with 12 
degrees of freedom was not significant at the .05 level of 
confidence. 
These data revealed that there were no statistically 
significant differences between subjects grouped according to 
current job titles for the reasons for the coalition between AFSCME 
and AAE. 
Annual Salary (Table 12) 
The responses for the 119 subjects earning between $6,000 and 
$9,999 were: 32 or 26.9 percent; B, 41 or 34.5 percent; C, 8 or 
6.7 percent; and D, 38 or 31.9 percent. 
The responses for the 104 subjects earning between $10,000 and 
$13,999 were: A, 17 or 16.3 percent; B, 37 or 35.6 percent; C, 20 
or 19.2 percent; and D, 30 or 28.8 percent. 
The responses of the 201 subjects earning between $14,000 and 
$17,999 were: A, 29 or 14.4 percent; B, 66 or 32.8 percent; C, 31 
or 15.4 percent; and D, 75 or 37.3 percent. 
The responses of the 72 subjects earning between $18,000 and 
$25,999 were: A, 7 or 9.7 percent; B, 21 or 29.2 percent; C, 7 or 
9.7 percent; and D, 37 or 51.4 percent. 
For the 20 subjects earning over $26,000 these data revealed 
that the responses were: A, 3 or 15.0 percent; B, 7 or 35.0 
percent; C, 2 or 10.0 percent; and D, 8 or 40.0 percent. 
The obtained chi-square for these data of 25.588 with 12 
degrees of freedom was significant at the .05 level of confidence. 
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These data revealed that lowest salaried employees perceived 
the reasons for the coalition differently from the higher salaried 
employees and the difference was statistically significant. 
Subjects with annual salaries less than $14,000 perceived that the 
most popular reason was (B), AFSCME local initiated the coalition 
because they could not effect a work stoppage alone and the second 
most popular was (D), the local unions AAE and AFSCME initiated and 
formulated the coalition without encouragement from their national 
organizations. Third and fourth were (A), the parent organizations 
NEA and AFSCME National ordered the coalition and (C), AAE initiated 
the coalition because they could not effect a work stoppage alone, 
respectively for subjects with salaries less than $10,000 and (C) 
and (A) respectively for subjects with salaries between $10,000 and 
$14,000. 
The most popular reason for the coalition was (D) for subjects 
with annual salaries over $14,000 and second most popular was (B). 
Third and fourth varied for the three groups subsumed here. 
Summary 
There were no statistically significant differences in per¬ 
ceptions of the subjects grouped according to sex, marital status, 
education, assignment at time of work stoppage or current job 
title. There were statistically significant differences in per¬ 
ceptions of the subjects grouped according to annual salary. 
The most selected item for this variable was (D), the local 
unions, AAE and AFSCME, initiated and formulated the coalition 
without encouragement from their national organizations. 
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Effect of the Work Stoppage on the Atlanta Board of Education 
The data collected from the responses of the 516 subjects of 
this study concerning their perceptions of the effect the work 
stoppage had on the Atlanta Board of Education are presented in 
Table 13. These data are presented with respect to the six independent 
variables: sex, marital status, education, assignment at time of 
school work stoppage, current job title, and annual salary. 
The work stoppage caused the Atlanta Board of Education to: 
(select one) 
(A) Take a more active role in employee-employer relations 
(B) Take a more active role in planning, goal setting, 
priority setting 
(C) Recognize labor unions as the exclusive representatives 
of their members who are employees of the Atlanta Board 
of Education 
(D) Allow input from labor unions in the decision-making 
process. 
Sex (Table 13) 
The responses for the 124 male subjects were: A, 49 or 39.5 
percent; B, 11 or 8.9 percent; C, 36 or 29.0 percent; and D, 28 or 
22.6 percent. 
The responses for the 392 female subjects were: A, 137 or 
34.9 percent; B, 69 or 17.6 percent; C, 63 or 16.1 percent; and D, 
123 or 31.4 percent. 
The obtained chi-square for these data of 15.916 with 3 
degrees of freedom was significant at the .05 level of confidence. 
These data revealed that there were statistically significant 
differences in the way that male and female subjects perceived the 
TABLE 13 
PERCENTAGES AND CHI-SQUARES FOR RESPONSES TO ITEM 13: 
THE EFFECT OF THE WORK STOPPAGE ON THE ATLANTA BOARD 
OF EDUCATION. 
Chi 
Populat ion A B C D Square DF 
N N % N % N % N % . 
Sex 
Total 516 186 36.0 80 15.5 99 19.2 151 29.3 15.916* 3 
Male 124 49 39.5 11 08.9 36 29.0 28 22.6 
Female 392 137 34.9 69 17.6 63 16.1 123 31.4 
Marital Status 
Total 516 186 36.0 80 15.5 99 19.2 151 29.3 22.454* 9 
Single 75 20 26.7 15 20.0 13 17.3 27 36.0 
Married 340 126 37.1 52 15.3 65 19.1 97 28.5 
Divorced 64 16 25.0 9 14.1 17 26.6 22 34.4 
Widowed 37 24 64.9 4 10.8 4 10.8 5 13.5 
Education 
Total 516 186 36.0 80 15.5 99 19.2 151 29.3 20.268 12 
High School Diploma 134 56 41.8 15 11.2 33 24.6 30 22.4 
Bachelors 124 42 33.9 16 12.9 27 21.8 39 31.5 
Masters 203 66 32.5 38 18.7 36 17.7 63 31.0 
Edu. Specialist 33 12 36.4 6 18.2 1 03.0 14 42.4 
Doctorate 22 10 45.5 5 22.7 2 09.1 5 22.7 
TABLE 13 — continued 
Population A B C D 
Chi 
Square DF 
N N l N l N % N % 
Assignment at Time 
of School Work Stoppage 
Total 516 186 36.0 80 15.5 99 19.2 151 29.3 27.146* 12 
Board Member 12 7 58.3 3 25.0 2 16.7 
Administrator 41 18 43.9 10 24.4 2 04.9 11 26.8 
Teacher 327 106 32.4 57 17.4 62 19.0 102 31.2 
Classified Employee 126 52 41.3 12 09.5 32 25.4 30 23.8 
Union Representative 10 3 30.0 1 10.0 6 60.0 
Current Job Title 
Total 516 186 36.0 80 15.5 99 19.2 151 29.3 22.688* 12 
Board Member 8 6 75.0 2 25.0 
Administrator 43 19 44.2 8 18.6 4 09.3 12 27.9 
Teacher 333 105 31.5 59 17.7 64 19.2 105 31.5 
Classified Employee 128 55 43.0 12 09.4 31 24.2 30 23.4 
Union Representative 4 1 25.0 1 25.0 2 50.0 
Annual Salary 
Total 516 186 36.0 80 15.5 99 19.2 151 29.3 13.042 12 
$6,000 - 9,999 119 54 45.4 16 13.4 25 21.0 24 20.2 
10,000 - 13,999 104 32 30.8 19 18.3 23 22.1 30 28.8 
14,000 - 17,999 201 65 32.3 34 16.9 36 17.9 66 32.8 
18,000 - 25,999 72 26 36.1 9 12.5 12 16.7 25 34.7 
Over 26,000 20 9 45.0 2 10.0 3 15.0 6 30.0 
-'Significant beyond .05 level of confidence 
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effects of the teacher work stoppage upon the Atlanta Board of Educa¬ 
tion. Both sexes indicated that their most popular choice for the 
effect on the Atlanta Board of Education as (A), take a more active 
role in employee-employer relations. 
Marital Status (Table 13) 
The responses for the 75 single subjects were: A, 20 or 26.7 
percent; B, 15 or 20.0 percent; C, 13 or 17.3 percent; and D, 27 or 
36.0 percent. 
The responses for the 340 married subjects were: A, 126 or 
37.1 percent; B, 52 or 15.3 percent; C, 65 or 19.1 percent; and D, 
97 or 28.5 percent. 
The responses for the 64 divorced subjects were: A, 16 or 
25.0 percent; B, 9 or 14.1 percent; C, 17 or 26.6 percent; and D, 
22 or 34.4 percent. 
The responses of the 37 widowed subjects were: A, 23 or 64.9 
percent; B, 4 or 10.8 percent; C, 4 or 10.8 percent; and C, 5 or 
13.5 percent. 
The obtained chi-square for these data of 22.454 with 9 
degrees of freedom was significant at the .05 level of confidence. 
These data indicated that the subjects grouped according to 
marital status perceived the effects of the school work stoppage 
upon the Board of Education quite differently. The most popular 
effect for single and divorced subjects was (D), allow input from 
labor unions in the decision-making process and the most popular 
effect for married and divorced subjects was (A), take a more active 
role in employee-employer relations. 
138 
Education (Table 13) 
The responses for the 134 subjects with high school diplomas 
were: A, 56 or 41.8 percent; B; 15 or 11.2 percent; C, 33 or 24.6 
percent; and D, 30 or 22.4 percent. 
The responses for the 124 subjects with bachelor degrees were: 
A, 42 or 33.9 percent; B, 16 or 12.9 percent; C, 27 or 21.8 
percent; and D, 39 or 31.5 percent. 
The responses of the 203 subjects with master degrees were: 
A, 66 or 32.5 percent; B, 38 or 18.7 percent; C, 36 or 17.7 
percent; and D, 63 or 31.0 percent. 
The responses of the 33 subjects with education specialist 
degrees were: A, 12 or 36.4 percent; B, 6 or 18.2 percent; C, 1 or 
3.0 percent; and D, 14 or 42.4 percent. 
For the 22 subjects with doctoral degrees these data revealed 
that the responses were: A, 10 or 45.5 percent; B, 5 or 22.7 
percent; C, 2 or 9.1 percent; and D, 5 or 22.7 percent. 
The obtained chi-square for these data of 20.268 with 12 
degrees of freedom was not significant at the .05 level of 
confidence. 
These data revealed that according to education there were no 
statistically significant differences in their perception of the 
effects of the school work stoppage upon the Atlanta Board of 
Education. 
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Assignment at Time of School Work Stoppage (Table 13) 
The responses for the 12 board members were: A, 7 or 58.3 
percent; C, 3 or 25.0 percent; and D, 2 or 16.7 percent. 
The responses for the 41 administrators were: A, 18 or 43.9 
percent; B, 10 or 24.4 percent; C, 2 or 4.9 percent; and D, 11 or 
26.8 percent. 
The responses of the 327 teachers were: A, 106 or 32.4 per¬ 
cent; B, 57 or 17.4 percent; C, 62 or 19.0 percent; and D, 102 or 
31.2 percent. 
The responses of the 126 classified employees were: A, 52 or 
41.3 percent; B, 12 or 9.5 percent; C, 32 or 25.4 percent; and D, 
30 or 23.8 percent. 
For the 10 union representatives these data revealed that the 
responses were: A, 3 or 30.0 percent; B, 1 or 10.0 percent; and 
D, 6 or 60.0 percent. 
The obtained chi-square for these data of 27.146 with 12 
degrees of freedom was significant at the .05 level of confidence. 
These data indicated that subjects grouped according to job 
assignments at the time of the school work stoppage perceived the 
effects of the school strike upon the Atlanta Board of Education 
quite differently. 
Most popular for Board members, administrators, teachers and 
classified employees was (A), take a more active role in employee- 
employer relations, whereas, most popular for union representatives 
was (D), allow input from labor unions in the decision-making 
process. Second, third, and fourth did not form a definite pattern. 
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Current Job Title (Table 13) 
The responses for the 8 board members were: A, 6 or 75.0 
percent; and D, 2 or 25.0 percent. 
The responses for the 43 administrators were: A, 19 or 44.2 
percent; B, 8 or 18.6 percent; C, 4 or 9.3 percent; and D, 12 or 
27.9 percent. 
The responses for the 333 teachers were: A, 105 or 31.5 per¬ 
cent; B, 59 or 17.7 percent; C, 64 or 19.2 percent; and D, 105 or 
31.5 percent. 
The responses of the 128 classified employees were: A, 55 or 
43.0 percent; B, 12 or 9.4 percent; C, 31 or 24.2 percent; and D, 
30 or 23.4 percent. 
For the 4 union representatives these data revealed that the 
responses were: A, 1 or 25.0 percent; B, 1 or 25.0 percent; and 
D, 2 or 50.0 percent. 
The obtained chi-square for these data of 22.688 with 12 
degrees of freedom was significant at the .05 level of confidence. 
These data indicated that the subjects grouped according to 
current job titles did perceive the effects of the school work 
stoppage upon the Atlanta Board of Education quite differently. 
Board members, administrators and classified employees indicated 
that the most popular effect was (A), take a more active role in 
employee-employer relations, whereas union representatives 
indicated (D), allow input from labor unions in the decision-making 
process as most popular and teachers gave equal popularity to 
(A) and (D). 
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Annual Salary (Table 13) 
The responses for the 119 subjects earning between $6,000 and 
$9,999 were: A, 54 or 45.4 percent; B, 16 or 13.4 percent; C, 25 
or 21.0 percent; and D, 24 or 20.2 percent. 
The responses for the 104 subjects earning between $10,000 and 
$13,999 were: A, 32 or 30.8 percent; B, 19 or 18.3 percent; C, 23 
or 22.1 percent; and D, 30 or 28.8 percent. 
The responses of the 201 subjects earning between $14,000 and 
$17,999 were: A, 65 or 32.3 percent; B, 34 or 16.9 percent; C, 36 
or 17.9 percent; and D, 66 or 32.8 percent. 
The responses of the 72 subjects earning between $18,000 and 
$25,999 were: A, 26 or 36.1 percent; B, 9 or 12.5 percent; C, 12 
or 16.7 percent; and D, 25 or 34.7 percent. 
For the 20 subjects earning over $26,000 these data revealed 
that the responses were: A, 9, or 45.0 percent; B, 2 or 10.0 
percent; C, 3 or 15.0 percent; and D, 6 or 30.0 percent. 
The obtained chi-square for these data of 13.042 with 12 
degrees of freedom was not significant at the .05 level of 
confidence. 
These data revealed that according to annual salary there were 
no statistically significant differences in their perceptions of 




The perceptions of the subjects were significantly different 
statistically on four of the six independent variables, sex, marital 
status, assignment at time of work stoppage and current job title. 
There were no significant statistical differences of the subjects 
grouped according to education and annual salary. The largest 
number of responses were divided between (A), take a more active 
role in employee-employer relations and (D), allow input from labor 
unions in the decision-making process. A slight majority of the 
responses to this variable indicated the work stoppage caused the 
Atlanta Board of Education to take a more active role in employee- 
employer relations. 
Interest Groups Involved During the Work Stoppage 
The data collected from the responses of the 516 subjects of 
this study concerning their perceptions of which interest groups 
were involved during the work stoppage are presented in Table 14. 
These data are presented with respect to the six independent 
variables: sex, marital status, education, assignment at time 
of school work stoppage, current job title, and annual salary. 
The work stoppage involved the following interest groups: 
(select one) 
(A) The Atlanta Chamber of Commerce 
(B) The Fulton County Delegation of State Legislators 
(C) The State Legislature 
(D) Judges of the Superior Court 
TABLE 14 
PERCENTAGES AND CHI-SQUARES FOR RESPONSES TO ITEM 14: 
INTEREST GROUPS INVOLVED IN WORK STOPPAGE. 
Chi 
Populat ion A B C D Square DF 
N N % N % N % N % 
Sex 
Total 516 177 34.3 97 18.8 128 24.8 114 22.1 00.818 3 
Male 124 46 37.1 24 19.4 28 22.6 26 21.0 
Female 392 131 33.4 73 18.6 100 25.5 88 22.4 
Marital Status 
Total 516 177 34.3 97 18.8 128 24.8 114 22.1 04.650 9 
Single 75 25 33.3 14 18.7 14 18.7 22 29.3 
Married 340 120 35.3 61 17.9 89 26.2 70 20.6 
Divorced 64 21 32.8 14 21.9 15 23.4 14 21.9 
Widowed 37 11 29.7 8 21.6 10 27.0 8 21.6 
Education 
Total 516 177 34.3 97 18.8 128 24.8 114 22.1 05.588 12 
High School Diploma 134 48 35.8 22 16.4 32 23.9 32 23.9 
Bachelors 124 41 33.1 26 21.0 35 28.2 22 17.7 
Masters 203 69 34.0 40 19.7 50 24.6 44 21.7 
Edu. Specialist 33 11 33.3 5 15.2 8 24.2 9 27.3 
Doctorate 22 8 36.4 4 18.2 3 13.6 7 31.8 
TABLE 14 -- continued 
Chi 
Population A B C D Square DF 
N N % N l N % N l 
Assignment at Time 
of School Work Stoppagi 
Total 
e 
516 177 34.3 97 18.8 128 24.8 114 22.1 24.269* 12 
Board Member 12 5 41.7 1 08.3 6 50.0 
Administrator 41 16 39.0 8 19.5 9 22.0 8 19.5 
Teacher 327 115 35.2 63 19.3 85 26.0 64 19.6 
Classified Employee 126 39 31.0 25 19.8 33 26.2 29 23.0 
Union Representative 10 2 20.0 1 10.0 7 70.0 
Current Job Title 
Total 516 177 34.3 97 18.8 128 24.8 114 22.1 18.565 12 
Board Member 8 3 37.5 5 62.5 
Administrator 43 18 41.9 9 20.9 7 16.3 9 20.9 
Teacher 333 115 34.5 65 19.5 89 26.7 64 19.2 
Classified Employee 128 39 30.5 23 18.0 32 25.0 34 26.6 
Union Representative 4 2 50.0 2 50.0 
Annual Salary 
Total 516 177 34.3 97 18.8 128 24.8 114 22.1 19.565 12 
$6,000 - 9,999 119 40 33.6 22 18.5 26 21.8 31 26.1 
10,000 - 13,999 104 34 32.7 14 13.5 36 34.6 20 19.2 
14,000 - 17,999 201 69 34.3 50 24.9 45 22.4 37 18.4 
18,000 - 25,999 72 25 34.7 8 11.1 19 26.4 20 27.8 
Over 26,000 20 9 45.0 3 15.0 2 10.0 6 30.0 






Sex (Table 14) 
The responses for the 124 male subjects were: A, 46 or 37.1 
percent; B, 24 or 19.4 percent; C, 28 or 22.6 percent; and D, 26 or 
21.0 percent. 
The responses for the 392 female subjects were: A,. 131 or 
33.4 percent; B, 73 or 18.6 percent; C, 100 or 25.5 percent; and D, 
88 or 22.4 percent. 
The obtained chi-square for these data of 00.818 with 3 
degrees of freedom was not significant at the .05 level of 
confidence. 
These data revealed the subjects according to sex perceived 
the involvement of interest groups in settling the school work stop¬ 
page as not being statistically significant. 
Marital Status (Table 14) 
The responses for the 75 single subjects were: A, 25 or 33.3 
percent; B, 14 or 18.7 percent; C, 14 or 18.7 percent; and C, 22 or 
29.3 percent. 
The responses for the 340 married subjects were: A, 120 or 
35.3 percent; B, 61 or 17.9 percent; C, 89 or 26.2 percent; and D, 
70 or 20.6 percent. 
The responses of the 64 divorced subjects were: A, 21 or 32.8 
percent; B, 14 or 21.9 percent; C, 15 or 23.4 percent; and D, 14 or 
21.9 percent. 
The responses of the 37 widowed subjects were: A, 11 or 29.7 
percent; B, 8 or 21.6 percent; C, 10 or 27.0 percent; and D, 8 or 
21.6 percent. 
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The obtained chi-square for these data of 04.650 with 9 
degrees of freedom was not significant at the .05 level of 
confidence. 
These data revealed that the subjects grouped according to 
marital status preceived the involvement of interest groups in 
settling the school work stoppage in the same way. 
Education (Table 14) 
The responses for the 134 subjects with high school diplomas 
were: A, 48 or 35.8 percent; B, 22 or 16.4 percent; C, 32 or 23.9 
percent; and 0, 32 or 23.9 percent. 
The responses for the 124 subjects with bachelor degrees were: 
A, 41 or 33.1 percent; B, 26 or 21.0 percent; C, 35 or 28.2 
percent; and D, 22 or 17.7 percent. 
The responses of the 203 subjects with master degrees were: 
A, 69 or 34.0 percent; B, 40 or 19.7 percent; C, 50 or 24.6 
percent; and D, 44 or 21.7 percent. 
The responses of the 33 subjects with education specialist 
degrees were: A, 11 or 33.3 percent; B, 5 or 15.2 percent; C, 8 or 
24.2 percent; and D, 9 or 27.3 percent. 
For the 22 subjects with doctoral degrees these data revealed 
that the responses were: A, 8 or 36.4 percent; B, 4 or 18.2 
percent; C, 3 or 13.6 percent; and D, 7 or 31.8 percent. 
The obtained chi-square for these data of 5.588 with 12 
degrees of freedom was not signficant at the .05 level of 
confidence. 
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These data revealed that the subjects grouped according to 
education perceived the involvement of interest groups in setting 
the school work stoppage in the same way. 
Assignment at Time of School Work Stoppage (Table 14) 
The responses for the 12 board members were: A, 5 or 41.7 
percent; C, 1 or 8.3 percent; and D, 6 or 50.0 percent. 
The responses for the 41 administrators were: A, 16 or 39.0 
percent; B, 8 or 19.5 percent; C, 9 or 22.0 percent; and D, 8 or 
19.5 percent. 
The responses of the 327 teachers were: A, 115 or 35.2 
percent; B, 63 or 19.3 percent; C, 85 or 26.0 percent; and D, 64 or 
19.6 percent. 
The responses of the 126 classified employees were: A, 39 or 
31.0 percent; B, 25 or 19.8 percent; C, 33 or 26.2 percent; and D, 
29 or 23.0 percent. 
For the 10 union representatives these data revealed that the 
responses were: A, 2 or 20.0 percent; B, 1 or 10.0 percent; and 
D, 7 or 70.0 percent. 
The obtained chi-sguare for these data of 24.269 with 12 
degrees of freedom was significant at the .05 level of confidence. 
The data revealed that the subjects grouped according to job 
assignment at the time of the work stoppage differed in their 
perception of the interest groups involved. Board members and 
union representatives indicated Judges of the Superior Court most 
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often and the Atlanta Chamber of Commerce next, whereas 
administrators, teachers, and classified employees indicated the 
following in the same order: (1) the Chamber of Commerce, (2) the 
State Legislature, (3) Judges of the Superior Court, and (4) the 
Fulton County Delegation of State Legislature. 
Current Job Title (Table 14) 
The responses for the 8 board members were: A, 3 or 37.5 
percent; and D, 5 or 62.5 percent. 
The responses for the 43 administrators were: A, 18 or 41.9 
percent; B, 9 or 20.9 percent; C, 7 or 16.3 percent; and D, 9 or 
20.9 percent. 
The responses for the 333 teachers were: A, 115 or 34.5 
percent; B, 65 or 19.5 percent; C, 89 or 26.7 percent; and D, 64 or 
19.2 percent. 
The responses of the 128 classified employees were: A, 39 or 
30.5 percent; B, 23 or 18.0 percent; C, 32 or 25.0 percent; and D, 
34 or 26.6 percent. 
For the 4 union representatives these data revealed that the 
responses were: A, 2 or 50.0 percent; and D, 2 or 50.0 percent. 
The obtained chi-square for these data of 18.565 with 12 
degrees of freedom was not significant at the .05 level of 
confidence. 
These data revealed that the subjects grouped according to 
current job titles were divided between (A), the Atlanta Chamber of 
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Commerce and (D), Judges of the Superior Court. The majority in¬ 
dicated (A), the Atlanta Chamber of Commerce. 
Annual Salary (Table 14) 
The responses for the 119 subjects earning between $6,000 and 
$9,999 were: A, 40 or 33.6 percent; B, 22 or 18.5 percent; C, 26 
or 21.8 percent, and D, 31 or 26.1 percent. 
The responses for the 104 subjects earning between $10,000 and 
$13,999 were: A, 34 or 32.7 percent; B, 14 or 13.5 percent; C, 36 
or 34.6 percent; and 0, 20 or 19.2 percent. 
The responses for the 201 subjects earning between $14,000 and 
$17,999 were: A, 69 or 34.3 percent; B, 50 or 24.9 percent; C, 45 
or 22.4 percent; and D, 37 or 18.4 percent. 
The responses of the 72 subjects earning between $18,000 and 
$25,999 were: A, 25 or 34.7 percent; B, 8 or 11.1 percent; C, 19 
or 26.4 percent; and D, 20 or 27.8 percent. 
For the 20 subjects earning over $26,000 these data revealed 
that the responses were: A, 9 or 45.0 percent; B, 3 or 15.0 
percent; C, 2 or 10.0 percent; and D, 6 or 30.0 percent. 
The obtained chi-square for these data of 19.565 with 12 
degrees of freedom was not significant at the .05 level of 
confidence. 
These data revealed that the subjects grouped according to 
annual salaries perceived the involvement of the interest groups 
in settling the school work stoppage in the same way. 
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Summary 
Assignment at time of school work stoppage is the only inde¬ 
pendent variable which showed statistically significant differences 
in the perceptions of the groups. The other independent variables 
sex, marital status, education, current job title and annual salary 
were not significant. 
The most selected item for this variable was (A), the Atlanta 
Chamber of Commerce. (D), the Judges of the Superior Court, was the 
next most popular item. 
Effect of the Work Stoppage on Fund Allocations 
Within the Atlanta Public Schools 
The data collected from the responses of the 516 subjects of 
this study concerning their perceptions of effect of the work 
stoppage on fund allocations within the Atlanta Public Schools are 
presented in Table 15. These data are presented with respect to the six 
independent variables: sex, marital status, education, assignment 
at time of school work stoppage, current job title, and annual 
salary. 
The work stoppage had the following effect on the funds allo¬ 
cations of the Atlanta Public Schools: (select one) 
(A) An increased allocation of funds to services which 
benefit children 
(B) An increased allocation of funds for salaries of 
employees 
(C) A diminishing of the allocation of funds for all services 
(D) An increase of the allocation of funds for all services 
TABLE 15 
PERCENTAGES AND CHI-SQUARES FOR THE RESPONSES TO ITEM 15: 
THE EFFECTS OF THE WORK STOPPAGE UPON FUND ALLOCATIONS OF 
THE ATLANTA PUBLIC SCHOOLS. 
Chi 
Population A B C D Square DF 
N N l N l N l N % • 
Sex 
Total 516 80 15.5 220 42.6 84 16.3 132 25.6 01.005 3 
Male 124 19 15.3 57 46.0 20 16.1 28 22.6 
Female 392 61 15.6 163 41.6 64 16.3 104 26.5 
Marital Status 
Total 516 80 15.5 220 42.6 84 16.3 132 25.6 11.540 9 
Single 75 17 22.7 26 34.7 11 14.7 11 14.7 
Married 340 49 14.4 155 45.6 49 14.4 87 25.6 
Divorced 64 10 15.6 26 40.6 13 20.3 15 23.4 
Widowed 37 4 10.8 13 35.1 11 29.7 9 24.3 
Education 
Total 516 80 15.5 220 42.6 84 16.3 132 25.6 16.953 12 
High School Diploma 134 19 14.2 68 50.7 25 18.7 22 16.4 
Bachelors 124 18 14.5 47 37.9 21 16.9 38 30.6 
Masters 203 32 15.8 80 39.4 31 15.3 60 29.6 
Edu. Specialist 33 5 15.2 13 39.4 6 18.2 9 27.3 
Doctorate 22 6 27.3 12 54.5 1 04.5 3 13.6 
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TABLE 15 continued 
Chi 
Population A B C D Square DF 
N N % N % N % N 1 
Assignment at Time 
of School Work Stoppage 
Total 516 80 15.5 220 42.6 84 16.3 132 25.6 28.086* 12 
Board Member 12 6 50.0 4 33.3 1 08.3 1 08.3 
Administrator 41 8 19.5 19 46.3 8 19.5 6 14.6 
Teacher 327 52 15.9 127 38.8 49 15.0 99 30.3 
Classified Employee 126 14 11.1 64 50.8 25 19.8 23 18.3 
Union Representative 10 6 60.0 1 10.0 3 30.0 
Current Job Title 
Total 516 80 15.5 220 42.6 84 16.3 132 25.6 21.382* 12 
Board Member 8 3 37.5 3 37.5 1 12.5 1 12.5 
Administrator 43 9 20.9 18 41.9 9 20.9 7 16.3 
Teacher 333 53 15.9 129 38.7 51 15.3 100 30.0 
Classified Employee 128 14 10.9 69 53.9 23 18.0 22 17.2 
Union Representative 4 1 25.0 1 25.0 2 50.0 
Annual Salary 
Total 516 80 15.5 220 42.6 84 16.3 132 25.6 17.590 12 
$6,000 - 9,999 119 17 14.3 56 47.1 25 21.0 21 17.6 
10,000 - 13,999 104 11 10.6 51 49.0 16 15.4 26 25.0 
14,000 - 17,999 201 34 16.9 74 36.8 27 13.4 66 32.8 
18,000 - 25,999 
Over 26,000 
72 14 19.4 29 40.3 13 18.1 16 22.2 
20 4 20.0 10 50.0 3 15.0 3 15.0 
Signficant beyond .05 level of confidence 
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Sex (Table 15) 
The responses for the 124 male subjects were: A, 19 or 15.3 
percent; B, 57 or 46.0 percent; C, 20 or 16.1 percent; and D, 28 or 
22.6 percent. 
The responses for the 392 female subjects were: A, 61. or 15.6 
percent; B, 163 or 41.6 percent; C, 64 or 16.3 percent; and D, 104 
or 26.5 percent. 
The obtained chi-square for these data of 1.005 with 3 degrees 
of freedom was not significant at the .05 level of confidence. 
The data revealed that the male and female subjects perceived 
the effect of the school work stoppage on allocation of funds in 
the same way. 
Marital Status (Table 15) 
The responses for the 75 single subjects were: A, 17 or 22.7 
percent; B, 26 or 34.7 percent; C, 11 or 14.7 percent; and D, 11 
or 14.7 percent. 
The responses for the 340 married subjects were: A, 49 or 
14.4 percent; B, 155 or 45.6 percent; C, 49 or 14.4 percent; and D, 
87 or 25.6 percent. 
The responses of the 64 divorced subjects were: A, 10 or 15.6 
percent; B, 26 or 40.6 percent; C, 13 or 20.3 percent; and D, 15 or 
23.4 percent. 
The responses of the 37 widowed subjects were: A, 4 or 10.8 
percent; B, 13 or 35.1 percent; C, 11 or 29.7 percent; and D, 9 or 
24.3 percent. 
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The obtained chi-square for these data of 11.540 with 9 
degrees of freedom was not significant at the .05 level of 
confidence. 
These data revealed the subjects grouped according to marital 
status perceived the effects of the school work stoppage on 
allocation of funds in the same way. 
Education (Table 15) 
The responses for the 134 subjects with high school diplomas 
were: A, 19 or 14.2 percent; B, 68 or 50.7 percent; C, 25 or 18.7 
percent; and D, 22 or 16.4 percent. 
The responses for the 124 subjects with bachelor degrees were: 
A, 18 or 14.5 percent; B, 47 or 37.9 percent; C, 21 or 16.9 
percent; and D, 38 or 30.6 percent. 
The responses of the 203 subjects with master degrees were: 
A, 32 or 15.8 percent; B, 80 or 39.4 percent; C, 31 or 15.3 
percent; and D, 60 or 29.6 percent. 
The responses of the 33 subjects with education specialist 
degrees were: A, 5 or 15.2 percent; B, 13 or 39.4 percent; C, 6 or 
18.2 percent; and D, 9 or 27.3 percent. 
For the 22 subjects with doctoral degrees these data revealed 
that the responses were: A, 6 or 27.3 percent; B, 12 or 54.5 
percent; C, 1 or 4.5 percent; and D, 3 or 13.6 percent. 
The obtained chi-square for these data of 16.953 with 12 
degrees of freedom was not significant at the .05 level of 
confidence. 
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These data revealed that the subjects grouped according to 
education perceived the effect of the school work stoppage on the 
allocation of funds in the same way. 
Assignment at Time of School Work Stoppage (Table 15) 
The responses for the 12 board members were: A, 6 or 50.0 
percent; B, 4 or 33.3 percent; C, 1 or 8.3 percent; and D, 1 or 
8.3 percent. 
The responses for the 41 administrators were: A, 8 or 19.5 
percent; B, 19 or 46.3 percent; C, 8 or 19.5 percent; and D, 6 or 
14.6 percent. 
The responses of the 327 teachers were: A, 52 or 15.9 
percent; B, 127 or 38.8 percent; C, 49 or 15.0 percent; and D, 99 
or 30.3 percent. 
The responses of the 126 classified employees were: A, 14 or 
11.1 percent; B, 64 or 50.8 percent; C, 25 or 19.8 percent; and D, 
23 or 18.3 percent. 
For the 10 union representatives these data revealed that the 
responses were: B, 6 or 60.0 percent; C, 1 or 10.0 percent; and D, 
3 or 30.0 percent. 
The obtained chi-sguare for these data of 28.086 with 12 
degrees of freedom was significant at the .05 level of confidence. 
These data revealed that there were statistically significant 
differences in the way that the groups according to job assignment 
at the time of the school work stoppage perceived the effect of the 
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school work stoppage upon the allocation of funds. The most popular 
effect for board members was (A), an increased allocation of funds to 
services which benefit children; whereas the most popular effect 
for all other groups was (B), an increased allocation of funds for 
salaries of employees. 
In second place for board members was (B), an increased 
allocation of funds for salaries of employees; for administrators 
it was a tie between (A), an increased allocation of funds to 
services which benefit children, and (C),a diminishing of the allo¬ 
cation of funds for all services; for teachers and union 
representatives it was (D), an increase of the allocation of funds 
for all services, and for classified employees it was (C), a di¬ 
minishing of the allocation of funds for all services. 
Current Job Title (Table 15) 
The responses for the 8 board members were: A, 3 or 37.5 
percent; B, 3 or 37.5 percent; C, 1 or 12.5 percent; and D, 1 or 
12.5 percent. 
The responses for the 43 administrators were: A, 9 or 20.9 
percent; B, 18 or 41.9 percent; C, 9 or 20.9 percent; and D, 7 or 
16.3 percent. 
The responses of the 333 teachers were: A, 53 or 15.9 
percent; B, 129 or 38.7 percent; C, 51 or 15.3 percent; and D, 100 
or 30.0 percent. 
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The responses of the 128 classified employees were: A, 14 or 
10.9 percent; B, 69 or 53.9 percent; C, 23 or 18.0 percent; and D, 
22 or 17.2 percent. 
For the 4 union representatives these data revealed that the 
responses were: A, 1 or 25.0 percent; B, 1 or 25.0 percent; and D, 
2 or 50.0 percent. 
The obtained chi-square for these data of 21.382 with 12 
degrees of freedom was significant at the .05 level of confidence. 
These data revealed that there were statistically significant 
differences in the perception of the subjects grouped by current 
job titles and the effect of the school work stoppage on the 
allocation of funds. 
These data showed the most popular effect for board members 
was a tie between (A), an increased allocation of funds to services 
which benefit children and (B), an increased allocation of funds 
for salaries of employees. For union representatives the most 
popular effect was (D), an increase of the allocation of funds for 
all services; administrators, teachers, and classified 
employees selected item (B), an increased allocation of funds for 
salaries of employees as most popular. 
In second place for administrators was a tie between (A), an 
increased allocation of funds to services which benefit children and 
(C), a diminishing of the allocation of funds for all services. For 
union representatives there was a tie between (A), an increased 
allocation of funds to services which benefit children and (B), an 
increased allocation of funds for salaries of employees for second. 
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Teachers selected (D), an increase of the allocation of funds for 
all services as second, and classified employees selected (C), a 
diminishing of the allocation of funds for all services. 
Annual Salary (Table 15) 
The responses for the 119 subjects earning between $6,000 and 
$9,999 were: A, 17 or 14.3 percent; B, 56 or 47.1 percent; C, 25 
or 21.0 percent; and D, 21 or 17.6 percent. 
The responses for the 104 subjects earning between $10,000 and 
$13,999 were: A, 11 or 10.6 percent; B, 51 or 49.0 percent; C, 16 
or 15.4 percent; and D, 26 or 25.0 percent. 
The responses of the 201 subjects earning between $14,000 and 
$17,999 were: A, 34 or 16.9 percent; B, 74 or 36.8 percent; C, 27 
or 13.4 percent; and D, 66 or 32.8 percent. 
The responses of the 72 subjects earning between $18,000 and 
$25,999 were: A, 14 or 19.4 percent; B, 29 or 40.3 percent; C, 13 
or 18.1 percent; and D, 16 or 22.2 percent. 
For the 20 subjects earning over $26,000 these data revealed 
that the responses were: A, 4 or 20.0 percent; B, 10 or 50.0 
percent; C, 3 or 15.0 percent; and D, 3 or 15.0 percent. 
The obtained chi-square for these data of 17.590 with 12 
degrees of freedom was not significant at the .05 level of 
confidence. 
These data revealed there were no statistically significant 
differences in the way that the subjects grouped according to 
annual income perceived the effect of the school work stoppage 
on the allocation of funds. 
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Summary 
There were no differences in the perceptions of the subjects 
of statistical significance when grouped according to sex, marital 
status, education and annual salary. Differences in perceptions 
of the subjects were statistically significant when grouped 
according to assignment at time of work stoppage and current job 
title. This would indicate that a relationship exists between 
perceptions of the work stoppage on fund allocations and job 
assignment. 
The largest number of responses indicated that the work 
stoppage had the effect of increasing allocation of funds for 
salaries. 
Effect of the Work Stoppage on Decision-Making 
in the Atlanta Public Schools 
The data collected from the responses of the 516 subjects of 
this study concerning their perceptions of the work stoppage's effect 
on decisionmaking in the Atlanta Public School System are presented 
in Table 16. These data are presented with respect to the six 
independent variables: sex, marital status, education, assignment 
at time of school work stoppage, current job title, and annual 
salary. 
The work stoppage had the following effect on the decision¬ 
making process in the Atlanta Public Schools: (select one) 
(A) A reduction in the decision-making authority of the 
Atlanta Board of Education 
(B) A reduction of the decision-making authority of the 
school administrators 
(C) An increase in the decision-making process by employees 
(D) A sharing in the decision-making process by unions and 
the Atlanta Board of Education. 
TABLE 16 
PERCENTAGES AND CHI-SQUARES FOR RESPONSES TO ITEM 16: 
THE EFFECTS OF THE WORK STOPPAGE ON THE DECISION¬ 
MAKING PROCESS IN THE ALANTA PUBLIC SCHOOLS. 
Chi 
Population A B C D Square DF 
N N % N l N % N % . 
Sex 
Total 516 66 12.8 56 10.9 130 25.2 264 51.2 01.497 3 
Male 124 15 12.1 10 08.1 33 26.6 66 53.2 
Female 392 51 13.0 46 11.7 97 24.7 198 50.5 
Marital Status 
Total 516 66 12.8 56 10.9 130 25.2 264 51.2 08.263 9 
Single 75 14 18.7 7 09.3 16 21.3 38 50.7 
Married 340 37 10.9 38 11.2 92 28.2 169 49.7 
Divorced 64 9 14.1 7 10.9 11 17.2 37 57.8 
Widowed 37 6 16.2 4 10.8 7 18.9 20 54.1 
Education 
Total 516 66 12.8 56 10.9 130 25.2 264 51.2 12.738 12 
High School Diploma 134 18 13.4 16 11.9 22 16.4 78 58.2 
Bachelors 124 19 15.3 12 09.7 32 25.8 61 49.2 
Masters 203 23 11.3 21 10.3 58 28.6 101 49.8 
Edu. Specialist 33 3 09.1 3 09.1 13 39.4 14 42.4 
Doctorate 22 3 13.6 4 18.2 5 22.7 10 45.5 
TABLE 16 -- continued 
Chi 
Population A B C D Square DF 
N N % N % N l N % 
Assignment at Time 
of School Work Stoppage 
Total 516 66 12.8 56 10.9 130 25.2 264 51.2 28.721* 12 
Board Member 12 3 25.0 2 16.7 2 16.7 5 41,7 
Administrator 41 1 02.4 16 39.0 24 58.5 
Teacher 327 50 15.3 34 10.4 88 26.9 155 47.4 
Classified Employee 126 13 10.3 19 15.1 23 18.3 71 56.3 
Union Representative 1 10.0 9 90.0 
Current Job Title 
Total 516 66 12.8 56 10.9 130 25.2 264 51.2 28.688* 12 
Board Member 8 2 25.0 3 37.5 2 25.0 1 12.5 
Administrator 43 1 02.3 3 07.0 15 34.9 24 55.8 
Teacher 333 49 14.7 32 09.6 93 27.9 159 47.7 
Classified Employee 128 13 10.2 18 14.1 20 15.6 77 60.2 
Union Representative 4 1 25.0 3 75.0 
Annual Salary 
Total 516 66 12.8 56 10.9 130 25.2 264 51.2 12.063 12 
$6,000 - 9,999 119 17 14.3 18 15.1 22 18.5 62 52.1 
10,000 - 13,999 104 19 18.3 9 08.7 27 26.0 49 47.1 
14,000 - 17,999 201 21 10.4 19 09.5 57 28.4 104 51.7 
18,000 - 25,999 72 8 11.1 9 12.5 18 25.0 37 51.4 
Over 26,000 20 1 05.0 1 05.0 6 30.0 12 60.0 
Significant beyond .05 level of confidence 
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Sex (Table 16) 
The responses for the 124 male subjects were: A, 15 or 12.1 
percent; B, 10 or 8.1 percent; C, 33 or 26.6 percent; and D, 66 or 
53.2 percent. 
The responses for the 392 female subjects were: A, 51 or 13.0 
percent; B, 46 or 11.7 percent; C, 97 or 24.7 percent; and D, 198 
or 50.5 percent. 
The obtained chi-square for these data of 1.497 with 3 degrees 
of freedom was not significant at the .05 level of confidence. 
These data revealed that there were no statistically 
significant differences in the way that male and female subjects 
perceived the effect of the school work stoppage on decision-making. 
It caused a sharing of decision-making process by unions and the 
Atlanta Board of Education. 
Marital Status (Table 16) 
The responses for the 75 single subjects were: A, 14 or 18.7 
percent; B, 7 or 9.3 percent; C, 16 or 21.3 percent; and D, 38 or 
50.7 percent. 
The responses for the 340 married subjects were: A, 37 or 
10.9 percent; B, 38 or 11.2 percent; C, 92 or 28.2 percent; and 0, 
169 or 49.7 percent. 
The responses of the 64 divorced subjects were: A, 9 or 14.1 
percent; B, 7 or 10.9 percent; C, 11 or 17.2 percent; and D, 37 or 
57.8 percent. 
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The responses of the 37 widowed subjects were: A, 6 or 16.2 
percent; B, 4 or 10.8 percent; C, 7 or 18.9 percent; and D, 20 or 
54.1 percent. 
The obtained chi-square for these data of 8.263 with 9 degrees 
of freedom was not significant at the .05 level of confidence. 
There were no significantly differences statistically in the 
way that the subjects grouped according to marital status perceived 
the effect of the school work stoppage on decision-making in the 
Atlanta Public Schools. 
Education (Table 16) 
The responses for the 134 subjects with high school diplomas 
were: A, 18 or 13.4 percent; B, 16 or 11.9 percent; C, 22 or 16.4 
percent; and D, 78 or 58.2 percent. 
The responses for the 124 subjects with bachelor degrees were: 
A, 19 or 15.3 percent; B, 12 or 9.7 percent; C, 32 or 25.8 percent; 
and D, 61 or 49.2 percent. 
The responses for the 203 subjects with master degrees were: 
A, 23 or 11.3 percent; B, 21 or 10.3 percent; C, 58 or 28.6 
percent; and D, 101 or 49.8 percent. 
The responses of the 33 subjects with education specialist 
degrees were: A, 3 or 9.1 percent; B, 3 or 9.1 percent; C, 13 or 
39.4 percent; and D, 14 or 42.4 percent. 
For the 22 subjects with doctoral degrees these data revealed 
that the responses were: A, 3 or 13.6 percent; B, 4 or 18.2 
percent; C, 5 or 22.7 percent; and D, 10 or 45.5 percent. 
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The obtained chi-square for these data of 12.738 with 12 
degrees of freedom was not significant at the .05 level of 
confidence. 
There were no statistically significant differences in the way 
that the subjects grouped according to education perceived the 
effect of the school work stoppage on decision-making in the Atlanta 
Public Schools. 
Assignment at Time of School Work Stoppage (Table 16) 
The responses for the 12 board members were: A, 3 or 25.0 
percent; B, 2 or 16.7 percent; C, 2 or 16.7 percent; and D, 5 or 
41.7 percent. 
The responses for the 41 administrators were: B, 1 or 2.4 
percent; C, 16 or 39.0 percent; and D, 24 or 58.5 percent. 
The responses of the 327 teachers were: A, 50 or 15.3 
percent; B, 34 or 10.4 percent; C, 88 or 26.9 percent; and D, 155 
or 47.4 percent. 
The responses of the 126 classified employees were: A, 13 or 
10.3 percent; B, 19 or 15.1 percent; C, 23 or 18.3 percent; and D, 
71 or 56.3 percent. 
For the 10 union representatives these data revealed that the 
responses were: C, 1 or 10.0 percent; and D, 9 or 90.0 percent. 
The obtained chi-square for these data of 28.721 with 12 
degrees of freedom was significant at the .05 level of confidence. 
These data revealed that there were statistically significant 
differences between groups in their perception of the effect of the 
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school work stoppage on decision-making in the Atlanta Public Schools. 
The most popular effect was (D), a sharing in the decision-making 
process by unions and the Atlanta Board of Education for all groups; 
however, the selection of this item by union representatives was 
significantly higher than it was for all other groups. 
In second place for board members was (A), a reduction in 
the decision-making authority of the Atlanta Board of Education, 
whereas for all other groups it was (C), an increase in the decision 
making process by employees. Also, the selection of (C), an 
increase in the decision making process by employees was 
significantly higher for administrators, teachers and classified 
employees than it was for union representatives. 
Current Job Title (Table 16) 
The responses for the 8 board members were: A, 2 or 25.0 
percent; B, 3 or 37.5 percent; C, 2 or 25.0 percent; and D, 1 or 
12.5 percent. 
The responses for the 43 administrators were: A, 1 or 2.3 
percent; B, 3 or 7.0 percent; C, 15 or 34.9 percent; and D, 24 or 
55.8 percent. 
The responses of the 333 teachers were: A, 49 or 14.7 
percent; B, 32 or 9.6 percent; C, 93 or 27.9 percent; and D, 159 or 
47.7 percent. 
The responses of the 128 classified employees were: A, 13 or 
10.2 percent; B, 18 or 14.1 percent; C, 20 or 15.6 percent; and 0, 
77 or 60.2 percent. 
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For the 4 union representatives these data revealed that the 
responses were: A, 1 or 25.0 percent; and D, 3 or 75.0 percent. 
The obtained chi-square for these data of 28.688 with 12 
degrees of freedom was significant at the .05 level of confidence. 
These data revealed that there were statistically significant 
differences between groups in their perception of the effect of the 
school work stoppage on decision-making in the Atlanta Public Schools. 
Board members perceived (B), a reduction of the decision-making 
process as most popular whereas all other groups perceived (D), a 
sharing in the decision-making process by unions and the Atlanta 
Board of Education as most popular. 
In second place for board members was a tie between (A), a 
reduction in the decision-making authority of the Atlanta Board of 
Education and (C), an increase in the decision-making process by 
employees. In second place for union representatives was (A), a 
reduction in the decision-making authority of the Atlanta Board of 
Education; and for administrators, teachers, and classified employees 
it was (C), an increase in the decision-making process by employees. 
Annual Salary (Table 16) 
The responses for the 119 subjects earning between $6,000 and 
$9,999 were: A, 17 or 14.3 percent; B, 18 or 15.1 percent; C, 22 
or 18.5 percent; and D, 62 or 52.1 percent. 
The responses for the 104 subjects earning between $10,000 and 
$13,999 were: A, 19 or 18.3 percent; B, 9 or 8.7 percent; C, 27 or 
26.0 percent; and D, 49 or 47.1 percent. 
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The responses of the 201 subjects earning between $14,000 and 
$17,999 were: A, 21 or 10.4 percent B, 19 or 9.5 percent; and C, 
57 or 28.4 percent; D, 104 or 51.7 percent. 
The responses of the 72 subjects earning between $18,000 and 
$25,999 were: A, 8 or 11.1 percent; B, 9 or 12.5 percent; C, 18 or 
25.0 percent; and D, 37 or 51.4 percent. 
For the 20 subjects earning over $26,000 these data revealed 
that the responses were: A, 1 or 5.0 percent; B, 1 or 5.0 percent; 
C, 6 or 30.0 percent; and D, 12 or 60.0 percent. 
The obtained chi-square for these data of 12.063 with 12 
degrees of freedom was not significant at the .05 level of 
confidence. 
These data revealed that there were no statistically 
significant differences between groups in their perception of the 
effect of the school work stoppage on decision-making in the 
Atlanta Public Schools. All groups perceived that it caused a 
sharing of the decision-making process by unions and the Atlanta 
Board of Education. 
Summary 
The data indicated the only statistically significant dif¬ 
ference in the perceptions of the subjects occurred when grouped 
according to assignment at time of work stoppage and current job 
title. 
168 
Who Supported the Work Stoppage 
The data collected from the responses of the 516 subjects of 
this study concerning their perceptions of who supported the work 
stoppage are presented in Table 17. These data are presented with 
respect to the six independent variables: sex, marital status, 
education, assignment at time of school strike, current job title, 
and annual salary. 
The work stoppage was supported by the following: (select one) 
(A) Citizens and parents 
(B) The news media 
(C) Other labor unions 
(D) The Community Relations Commission 
Sex (Table 17) 
The responses for the 124 male subjects were: A, 37 or 29.8 
percent; B, 13 or 10.5 percent; C, 62 or 50.0 percent; and D, 12 
or 9.7 percent. 
The responses for the 392 female subjects were: A, 111 or 
28.3 percent; B, 73 or 18.6 percent; C, 159 or 40.6 percent; and D, 
49 or 12.5 percent. 
The obtained chi-square for these data of 6.414 with 3 degrees 
of freedom was not significant at the .05 level of confidence. 
These data revealed that males and females perceived the 
support of the school work stoppage in the same way. That is, 
the support was in the following order: (1) other labor unions, 
(2) parents and citizens, (3) the news media, and (4) the 
community relations commission. 
TABLE 17 
PERCENTAGES AND CHI-SQUARES FOR THE RESPONSES TO ITEM 17: 
SUPPORTERS OF THE WORK STOPPAGE. 
Chi 
Population A B C D Square DF 
N N % N 1 N % N % 
Sex 
Total 516 148 28.7 86 16.7 221 42.8 61 11.8 06.414 3 
Male 124 37 29.8 13 10.5 62 50.0 12 09.7 
Female 392 111 28.3 73 18.6 159 40.6 49 12.5 
Marital Status 
Total 516 148 28.7 86 16.7 221 42.8 61 11.8 13.209 9 
Single 75 26 34.7 17 22.7 24 32.0 8 10.7 
Married 340 98 28.8 55 16.2 147 43.2 40 11.8 
Divorced 64 17 26.6 11 17.2 26 40.6 10 15.6 
Widowed 37 7 18.9 3 08.1 24 64.9 3 08.1 
Education 
Total 516 148 28.7 86 16.7 221 42.8 61 11.8 17.100 12 
High School Diploma 134 42 31.3 14 10.4 62 46.3 16 11.9 
Bachelors 124 35 28.2 24 19.4 50 40.3 15 12.1 
Masters 203 57 28.1 43 21.2 84 41.4 19 09.4 
Edu. Specialist 33 9 27.3 5 15.2 12 36.4 7 21.2 
Doctorate 22 5 22.7 13 59.1 4 18.2 
TABLE 17 continued 
Chi 
Population A B C D Square 
N N % N % N % N % 
Assignment at Time 
of School Work Stoppage 
Total 516 148 28.7 86 16.7 221 42.8 61 11.8 21.966* 
Board Member 12 4 33.3 4 33.3 4 33.3 
Administrator 41 11 26.8 4 09.8 24 58.5 2 04.9 
Teacher 327 95 29.1 66 20.2 126 38.5 40 12.2 
Classified Employee 126 34 27.0 16 12.7 63 50.0 13 10.3 
Union Representative 10 4 40.0 4 40.0 2 20.0 
Current Job Title 
Total 516 148 28.7 86 16.7 221 42.8 61 11.8 32.685* 
Board Member 8 2 25.0 3 37.5 3 37.5 
Administrator 43 10 23.3 5 11.6 23 53.5 5 11.6 
Teacher 333 98 29.4 67 20.1 130 39.0 38 11.4 
Classified Employee 128 34 26.6 14 10.9 65 50.8 15 11.7 
Union Representative 4 4 100.0 
Annual Salary 
Total 516 148 28.7 86 16.7 221 42.8 61 11.8 12.329 
$6,000 - 9,999 119 36 30.3 15 12.6 54 45.4 14 11.8 
10,000 - 13,999 104 30 28.8 18 17.3 39 37.5 17 16.3 
14,000 - 17,999 201 58 28.9 42 20.9 82 40.8 19 09.5 
18,000 - 25,999 72 20 27.8 10 13.9 33 45.8 9 12.5 
Over 26,000 20 4 20.0 1 05.0 13 65.0 2 10.0 
o 
Significant beyond .05 level of confidence 
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Marital Status (Table 17) 
The responses for the 75 single subjects were: A, 26 or 34.7 
percent; B, 17 or 22.7 percent; C, 24 or 32.0 percent; and D, 8 or 
10.7 percent. 
The responses for the 340 married subjects were: A, 98 or 
28.8 percent; B, 55 or 16.2 percent; C, 147 or 43.2 percent; and D, 
40 or 11.8 percent. 
The responses of the 64 divorced subjects were: A, 17 or 26.6 
percent; B, 11 or 17.2 percent; C, 26 or 40.6 percent; and D, 10 or 
15.6 percent. 
The responses of the 37 widowed subjects were: A, 7 or 18.9 
percent; B, 3 or 8.1 percent; C, 24 or 64.9 percent; and D, 3 or 
8.1 percent. 
The obtained chi-square for these data of 13.209 wth 9 degrees 
of freedom was not significant at the .05 level of confidence. 
These data revealed that the subjects grouped according to 
marital status perceived the supporters of the school work stoppage 
in the same order. 
Education (Table 17) 
The responses for the 134 subjects with high school diplomas 
were: A, 42 or 31.3 percent; B, 14 or 10.4 percent; C, 62 or 46.3 
percent; and D, 16 or 11.9 percent. 
The responses for the 124 subjects with bachelor degrees were: 
A, 35 or 28.2 percent; B, 24 or 19.4 percent; C, 50 or 40.3 
percent; and D, 15 or 12.1 percent. 
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The responses of the 203 subjects with master degrees were: 
A, 57 or 28.1 percent; B, 43 or 21.2 percent; C, 84 or 41.4 
percent; and D, 19 or 9.4 percent. 
The responses of the 33 subjects with education specialist 
degrees were: A, 9 or 27.3 percent; B, 5 or 15.2 percent; C, 12 or 
36.4 percent; and D, 7 Or 21.2 percent. 
For the 22 subjects with doctoral degrees these data revealed 
that the responses were: A, 5 or 22.7 percent; C, 13 or 59.1 
percent; and D, 4 or 18.2 percent. 
The obtained chi-square for these data of 17.100 with 12 
degrees of freedom was not significant at the .05 level of 
confidence. 
These data revealed that subjects when grouped according to 
education perceived the supporters of the school work stoppage 
in the same order. 
Assignment at Time of School Work Stoppage (Table 17) 
The responses for the 12 board members were: A, 4 or 33.3 percent; 
C, 4 or 33.3 percent; and 0, 4 or 33.3 percent. 
The responses for the 41 administrators were: A, 11 or 26.8 
percent; B, 4 or 9.8 percent; C, 24 or 58.5 percent; and D, 2 or 
4.9 percent. 
The responses of the 327 teachers were: A, 95 or 29.1 
percent; B, 66 or 20.2 percent; C, 126 or 38.5 percent; and D, 40 
or 12.2 percent. 
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The responses of the 126 classified employees were: A, 34 or 
27.0 percent; B, 16 or 12.7 percent; C, 63 or 50.0 percent; and D, 
13 or 10.3 percent. 
For the 10 union representative these data revealed that the 
responses were: A, 4 or 40.0 percent; C, 4 or 40.0 percent; and D, 
2 or 20.0 percent. 
The obtained chi-square for these date of 21.996 with 12 
degrees of freedom was significant at the .05 level of confidence. 
These data revealed that the subjects grouped according to 
assignment at the time of the school work stoppage differed in the 
order that they perceived the supporters of the school work stoppage 
to be. Board members had a tie between (A), citizens and parents 
(C), other labor unions and (D), the Community Relations Commission. 
Union representatives showed a tie between (A), citizens and parents 
and (C), other labor unions. Administrators, teachers, and classi¬ 
fied employees indicated (C), other labor unions, as the most popular. 
In second place for adminstrators, teachers, and classified 
employees was (A), citizens and parents. 
Current Job Title (Table 17) 
The responses for the 8 board members were: 2 or 25.0 percent; 
C, 3 or 37.5 percent; and D, 3 or 37.5 percent. 
The responses for the 43 administrators were: A, 10 or 23.3 
percent; B, 5 or 11.6 percent; C, 23 or 53.5 percent; and D, 5 or 
11.6 percent. 
174 
The responses of the 333 teachers were: A, 98 or 29.4 
percent; B, 67 or 20.1 percent; C, 130 or 39.0 percent; and D, 38 
or 11.4 percent. 
The responses of the 128 classified employees were: A, 34 or 
26.6 percent; B, 14 or 10.9 percent; C, 65 or 50.8 percent; and D, 
15 or 11.7 percent. 
For the 4 union representatives these data revealed that the 
responses were: A, 4 or 100.00 percent. 
The obtained chi-square for these data of 21.966 with 12 
degrees of freedom was significant at the .05 level of confidence. 
These data revealed that subjects grouped according to current 
job titles differed in their perception of which groups supported 
the school work stoppage. For board members, the most popular 
items selected were (C), other labor unions, and (D), the community 
relations commission. For union representatives all designated (A), 
citizens and parents. Administrators, teachers and, classified 
employees indicated (C), other labor unions. 
The second most popular item for administrators, teachers, and 
classified employees was (A), citizens and parents. 
Annual Salary (Table 17) 
The responses for the 119 subjects earning between $6,000 and 
$9,999 were: A, 36 or 30.3 percent; B, 15 or 12.6 percent; C, 54 
or 45.4 percent; and D, 14 or 11.8 percent. 
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The responses for the 104 subjects earning between $10,000 and 
$13,999 were: A, 30 or 28.8 percent; B, 18 or 17.3 percent; C, 39 
or 37.5 percent; and D, 17 or 16.3 percent. 
The responses for the 201 subjects earning between $14,000 and 
$17,999 were: A, 58 or 28.9 percent; B, 42 or 20.9 percent; and C, 
82 or 40.8 percent; and D, 19 or 9.5 percent. 
The responses of the 72 subjects earning between $18,000 ad 
$25,999 were: A, 20 or 27.8 percent; B, 10 or 13.9 percent; C, 33 
or 45.8 percent; and D, 9 or 12.5 percent. 
For the 20 subjects earning over $26,000 these data revealed 
that the responses were: A, 4 or 20.0 percent, B, 1 or 5.0 
percent; C, 13 or 65.0 percent, and D, 2 or 10.0 percent. 
The obtained chi-square for these data of 12.329 with 12 
degrees of freedom was not significant at the .05 level of 
confidence. 
These data revealed that there were no statistically 
significant differences between groups according to annual salary 
in the way that they perceived the supporters of the school work 
stoppage. 
Summary 
The assignment at time of work stoppage was the only independent 
variable that differences in perceptions of the groups were indi¬ 
cated. The groups perceptions were not significantly different with 
respect to the other independent variables. 
The majority of the respondents indicated item (C), other labor 
unions as supporting the work stoppage. 
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Feelings of Middle Management 
The data collected from the responses of the 516 subjects of 
this study concerning their perceptions of the feelings of most 
middle management staff of the Atlanta Public Schools are presented 
in Table 18. These data are presented with respect to the six 
independent variables: ' sex, marital status, education, assignment 
at time of school work stoppage, current job title, and annual salary. 
During the work stoppage the feeling of most middle management 
staff of the Atlanta Public Schools (principals, supervisors, 
foremen) was: (select one) 
(A) Support for the strikers 
(B) Support for the administration 
(C) Sympathy but not support for the strikers 
(D) Sympathy but not support for the administration 
Sex (Table 18) 
The responses for the 124 male subjects were: A, 14 or 11.3 
percent; B, 30 or 24.2 percent; C, 55 or 44.4 percent; and D, 25 or 
20.2 percent. 
The responses for the 392 female subjects were: A, 57 or 14.5 
percent; B, 70 or 17.9 percent; C, 138 or 35.2 percent; and D, 127 
or 32.4 percent. 
The obtained chi-square for these data of 9.572 with 3 degrees 
of freedom was significant at the .05 level of confidence. 
These data revealed that the male and female subjects did 
differ on how they perceived the feelings of middle management 
staff of the Atlanta Public Schools to be. Whereas both sexes 
indicated that (C), sympathy but not support for the work stoppage 
TABLE 18 
PERCENTAGES AND CHI-SQUARES FOR THE RESPONSES TO ITEM 18: 
THE EFFECT OF THE WORK STOPPAGE ON THE FEELINGS OF MIDDLE 
MANAGEMENT STAFF. 
Chi 
Population A B C D Square DF 
N N l N % N % N % : 
Sex 
Total 516 71 13.8 100 19.4 193 37.4 152 29.5 09.572* 3 
Male 124 14 11.3 30 24.2 55 44.4 25 20.2 
Female 392 57 14.5 70 17.9 138 35.2 127 32.4 
Marital Status 
Total 516 71 13.8 100 19.4 193 37.4 152 29.5 07.332 9 
Single 75 14 18.7 14 18.7 25 33.3 22 29.3 
Married 340 43 12.6 69 20.3 129 37.9 99 29.1 
Divorced 64 11 17.2 7 10.9 26 40.6 20 31.3 
Widowed 37 3 08.1 10 27.0 13 35.1 11 29.7 
Education 
Total 516 71 13.8 100 19.4 193 37.4 152 29.5 22.070* 12 
High School Diploma 134 24 17.9 23 17.2 44 32.8 43 32.1 
Bachelors 124 18 14.5 21 16.9 47 37.9 38 30.6 
Masters 203 25 12.3 38 18.7 85 41.9 55 27.1 
Edu. Specialist 33 8 24.2 13 39.4 12 36.4 
Doctorate 22 4 18.2 10 45.5 4 18.2 4 18.2 
TABLE 18 -- continued 
Chi 
Population A B C D Square 
N N l N % N % N l 
Assignment at Time 
of School Work Stoppage 
Total 516 71 13.8 100 19.4 193 37.4 152 29.5 20.141 
Board Member 12 4 33.3 3 25.0 3 25.0 2 16.7 
Administrator 41 2 04.9 15 36.6 14 34.1 10 24.4 
Teacher 327 48 14.7 55 16.8 126 38.5 98 30.0 
Classified Employee 126 15 11.9 27 21.4 44 34.9 40 31.7 
Union Representative 10 2 20.0 6 60.0 2 20.0 
Current Job Title 
Total 516 71 13.8 100 19.4 193 37.4 152 29.5 17.838 
Board Member 8 2 25.0 3 37.5 2 25.0 1 12.5 
Administrator 43 4 09.3 15 34.9 12 27.9 12 27.9 
Teacher 333 45 13.5 57 17.1 132 39.6 99 29.7 
Classified Employee 128 18 14.1 25 19.5 45 35.2 40 31.3 
Union Representative 4 2 50.0 2 50.0 
Annual Salary 
Total 516 71 13.8 100 19.4 193 37.4 152 29.5 32.191* 
$6,000 - 9,999 119 20 16.8 23 19.3 37 31.1 39 32.8 
10,000 - 13,999 104 19 18.3 18 17.3 38 36.5 29 27.9 
14,000 - 17,999 201 20 10.0 36 17.9 89 44.3 56 27.9 
18,000 - 25,999 72 11 15.3 11 15.3 25 34.7 25 34.7 
Over 26,000 20 1 05.0 12 60.0 4 20.0 3 15.0 
A 








was most popular; in second place was (B), support for the admini¬ 
stration for male subjects and (D), sympathy but not support for the 
administration for female subjects. 
Marital Status (Table 18) 
The responses for the 75 single subjects were: A, 14 or 18.7 
percent; B, 14 or 18.7 percent; C, 25 or 33.3 percent; and D, 22 or 
29.3 percent. 
The responses for the 340 married subjects were: A, 43 or 
12.6 percent; B, 69 or 20.3 percent; C, 129 or 37.9 percent; and D, 
99 or 29.1 percent. 
The responses of the 64 divorced subjects were: A, 11 or 17.2 
percent; B, 7 or 10.9 percent; C, 26 or 40.6 percent; and D, 20 or 
31.3 percent. 
The responses of the 37 widowed subjects were: A, 3 or 8.1 
percent, B, 10 or 27.0 percent; C, 13 or 35.1 percent; and D, 11 or 
29.7 percent. 
The obtained chi-square for these data of 7.332 with 9 degrees 
of freedom was not significant at the .05 level of confidence. 
These data revealed that the subjects grouped by marital 
status did not differ significantly in their perception of the 
feelings of middle management staff toward the school work stoppage. 
Education (Table 18) 
The responses for the 134 subjects with high school diplomas were 
A, 24 or 17.9 percent; B, 23 or 17.2 percent; C, 44 or 32.8 percent; 
and D, 43 or 32.1 percent. 
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The responses for the 124 subjects with bachelor degrees were: 
A, 18 or 14.5 percent; B, 21 or 16.9 percent; C, 47 or 37.9 
percent; and D, 38 or 30.6 percent. 
The responses of the 203 subjects with master degrees were: 
A, 25 or 12.3 percent; B, 38 or 18.7 percent; C, 85 or 41.9 
percent; and D, 55 or 27.1 percent. 
The responses of the 33 subjects with education specialist 
degrees were: B, 8 or 24.2 percent; C, 13 or 39.4 percent; and D, 
12 or 36.4 percent. 
For the 22 subjects with doctoral degrees these data revealed 
that the responses were: A, 4 or 18.2 percent, B, 10 or 45.5 
percent; C, 4 or 18.2 percent; and D, 4 or 18.2 percent. 
The obtained chi-square for these data of 22.070 with 12 
degrees of freedom was significant at the .05 level of confidence. 
The data showed that the subjects grouped by education differ 
significantly on their perceptions of the feelings of middle 
management staff in their feelings toward the school work stoppage. 
These data showed subjects with the doctoral degree showed the 
greatest variation in item selections. For these subjects the most 
popular perception was (B), support for the administration; the 
remainder of the group was equally distributed among the other 
three choices. For all other groups first and second were the same 
(C), sympathy but not support for the strikers and (D), sympathy but 
not support for the adminstration, respectively. 
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Assignment at Time of School Work Stoppage (Table 18) 
The responses for the 12 board members were: A, 4 or 33.3 
percent; B, 3 or 25.0 percent; C, 3 or 25.0 percent; and D, 2 or 
16.7 percent. 
The responses for the 41 administrators were: A, 2 or 4.9 
percent; B, 15 or 36.6 percent; C, 14 or 34.1 percent; and D, 10 or 
24.4 percent. 
The responses of the 327 teachers were: A, 48 or 14.7 
percent; B, 55 or 16.8 percent; C, 126 or 38.5 percent; and D, 98 
or 30.0 percent. 
The responses of the 126 classified employees were: A, 15 or 
11.9 percent; B, 27 or 21.4 percent; C, 44 or 34.9 percent; and D, 
40 or 31.7 percent. 
For the 10 union representatives these data revealed that the 
responses were: A, 2 or 20.0 percent, C, 6 or 60.0 percent; and 
D, 2 or 20.0 percent. 
The obtained chi-sguare for these data of 20.141 with 12 
degrees of freedom was not significant at the .05 level of 
confidence. 
These data showed that the subjects grouped according to 
assignment at the time of the school work stoppage did not differ 
significantly in their perception of the feelings of middle 
management staff toward the school work stoppage. 
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Current Job Title (Table 18) 
The responses for the 8 board members were: A, 2 or 25.0 
percent; B, 3 or 37.5 percent; C, 2 or 25.0 percent; and D, 1 or 
12.5 percent. 
The responses for the 43 administrators were: A, 4 or 9.3 
percent; B, 15 or 34.9 percent; C, 12 or 27.9 percent; and D, 12 or 
27.9 percent. 
The responses of the 333 teachers were: A, 45 or 13.5 
percent; B, 57 pr 17.1 percent; C, 132 or 39.6 percent and D, 99 or 
29.7 percent. 
The responses of the 128 classified employees were: A, 18 or 
14.1 percent; B, 25 or 19.5 percent; C, 45 or 35.2 percent; and D, 
40 or 31.3 percent. 
For the 4 union representatives these data revealed that the 
responses were: A, 2 or 50.0 percent; and C, 2 or 50.0 percent. 
The obtained chi-square for these data of 17.838 with 12 
degrees of freedom was not significant at the .05 level of 
confidence. 
These data showed that the subjects grouped according to 
current job titles did not differ significantly in their perception 
of the feelings of middle management staff toward the school 
work stoppage. 
Annual Salary (Table 18) 
The responses for the 119 subjects earning between $6,000 and 
$9,999 were: A, 20 or 16.8 percent; B, 23 or 19.3 percent; C, 37 
or 31.1 percent; and D, 39 or 32.8 percent. 
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The responses for the 104 subjects earning between $10,000 and 
$13,999 were: A, 19 or 18.3 percent; B, 18 or 17.3 percent; C, 38 
or 36.5 percent; and D, 29 or 27.9 percent. 
The responses of the 201 subjects earning between $14,000 and 
$17,999 were: A, 20 or 10.0 percent; B, 36 or 17.9 percent; C, 89 
or 44.3 percent; and D/56 or 27.9 percent. 
The responses of the 72 subjects earning between $18,000 and 
$25,999 were: A, 11 or 15.3 percent; B, 11 or 15.3 percent; C, 25 
or 34.7 percent; and D, 25 or 34.7 percent. 
For the 20 subjects earning over $26,000 these data revealed 
that the responses were: A, 1 or 5.0 percent; B, 12 or 60.0 
percent; C, 4 or 20.0 percent; and D, 3 or 15.0 percent. 
The obtained chi-square for these data of 32.191 wth 12 
degrees of freedom was significant at the .05 level of confidence. 
These data showed that the subjects grouped by annual salary 
did differ significantly in their perceptions of the feelings of 
middle management staff toward the school work stoppage. These 
data showed that subjects making less than $10,000 indicated (D), 
sympathy but not support for the administration, to be most popular; 
those making over $26,000 indicated (B), support for the administra¬ 
tion to be most popular. Subjects earning between $10,000 and 
$26,000 indicated that (C), sympathy but not support for the strikers 
was the most popular. 
In second place for subjects earning less than $10,000 and 
over $26,000 was (C), sympathy but not support for the strikers; for 
all other groups in the second place was (D), sympathy but not 
support for the administration. 
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Summary 
There was no statistically significant difference in per¬ 
ceptions of the subjects when grouped according to marital status, 
assignment at time of work stoppage and current job title. Sex, 
education and annual salary were variables that differences in 
perceptions of subjects were statistically significant. 
The item (C), sympathy but not support for the strikers as 
the feelings of middle management was the most often selected. 
Strikers and Student Relationships 
The data collected from the responses of the 516 subjects of 
this study concerning their perceptions of relationships of 
students and strikers during the school work stoppage are presented 
in Table 19. These data are presented with respect to the six 
independent variables: sex, marital status, education, assignment 
at time of school work stoppage, current job title, and annual 
salary. 
During the work stoppage the following was apparent: (select 
one) 
(A) Students were unaware of the strike 
(B) Hostilities were generated between strikers and non¬ 
strikers 
(C) Students were aware of the strike and sympathetic with 
the strikers 
(D) A spirit of amiability existed between all parties. 
TABLE 19 
PERCENTAGES AND CHI-SQUARES FOR RESPONSES TO ITEM 19: 
THE EFFECTS OF THE WORK STOPPAGE ON ALL SCHOOL GROUPS. 
Chi 
Population A B C D Square DF 
N N l N % N % N % 
Sex 
Total 516 86 16.7 181 35.1 130 25.2 119 23.1 12.168* 3 
Male 124 20 16.1 59 47.6 24 19.4 21 16.9 
Female 392 66 26.8 122 31.1 106 27.0 98 25.0 
Marital Status 
Total 516 86 16.7 181 35.1 130 25.2 119 23.1 06.943 9 
Single 75 12 16.0 28 37.3 19 25.3 16 21.3 
Married 340 53 15.6 125 36.8 81 23.8 81 23.8 
Divorced 64 11 17.2 19 29.7 21 32.8 13 20.3 
Widowed 37 10 27.0 9 24.3 9 24.3 9 24.3 
Education 
Total 516 86 16.7 181 35.1 130 25.2 119 23.1 12.698 12 
High School Diploma 134 25 18.7 44 32.8 32 23.9 33 24.6 
Bachelors 124 24 19.4 40 32.3 32 25.8 28 22.6 
Masters 203 31 15.3 71 35.0 57 28.1 44 21.7 
Edu. Specialist 33 1 03.0 15 45.5 7 21.2 10 30.3 
Doctorate 22 5 22.7 11 50.0 2 09.1 4 18.2 
TABLE 19 -- continued 
Chi 
Population A B C D Square DF 
N N % N l N l N l 
Assignment at Time 
of School Work Stoppage 
Total 516 86 16.7 181 35.1 130 25.2 119 23.1 18.404 12 
Board Member 12 4 33.3 4 33.3 1 08.3 3 25.0 
Administrator 41 3 07.3 22 53.7 7 17.1 9 22.0 
Teacher 327 58 17.7 109 33.3 88 26.9 72 22.0 
Classified Employee 126 20 15.9 42 33.3 29 23.0 35 27.8 
Union Representative 10 1 10.0 4 40.0 5 50.0 
Current Job Title 
Total 516 86 16.7 181 35.1 130 25.2 119 23.1 14.881 12 
Board Member 8 2 25.0 3 37.5 1 12.5 2 25.0 
Administrator 43 4 09.3 24 55.8 7 16.3 8 18.6 
Teacher 333 59 17.7 108 32.4 92 27.6 74 22.2 
Classified Employee 128 20 15.6 45 35.2 28 21.9 35 27.3 
Union Representative 4 1 25.0 1 25.0 2 50.0 
Annual Salary 
Total 516 86 16.7 181 35.1 130 25.2 119 23.1 20.950 12 
$6,000 - 9,999 119 23 19.3 41 34.5 23 19.3 32 26.9 
10,000 - 13,999 104 22 21.2 26 25.0 31 29.8 25 24.0 
14,000 - 17,999 201 29 14.4 76 37.8 54 26.9 42 20.9 
18,000 - 25,999 72 11 15.3 24 33.3 19 26.4 18 25.0 
Over 26,000 20 1 05.0 14 70.0 3 15.0 2 10.0 




Sex (Table 19) 
The responses for the 124 male subjects were: A, 20 or 16.1 
percent; B, 59 or 47.6 percent; C, 24 or 19.4 percent; and D, 21 or 
16.9 percent. 
The responses for the 392 female subjects were: A, 66 or 26.8 
percent; B, 122 or 31.1 percent; C, 106 or 27.0 percent; and D, 98 
or 25.0 percent. 
The obtained chi-square for these data of 12.168 with 3 
degrees of freedom was significant at the .05 level of confidence. 
These data indicated that there was a significant difference 
between males and females in their perception of what apparent 
conditions were present at the time of the school work stoppage. 
Even though both groups perceived the conditions in very much the 
same order, the intensity in which the males perceived (B), 
hostilities were generated between strikers and non-strikers was 
significantly greater than it was for the female subjects. 
Marital Status (Table 19) 
The responses for the 75 single subjects were: A, 12 or 16.0 
percent; B, 28 or 37.3 percent; C, 19 or 25.3 percent; and D, 16 or 
21.3 percent. 
The responses for the 340 married subjects were: A, 53 or 
15.6 percent, B, 125 or 36.8 percent; C, 81 or 23.8 percent; and D, 
81 or 23.8 percent. 
The responses of the 64 divorced subjects were: A, 11 or 17.2 
percent; B, 19 or 29.7 percent; C, 21 or 32.8 percent; and D, 13 or 
20.3 percent. 
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The responses of the 37 widowed subjects were: A, 10 or 27.0 
percent; B, 9 or 24.3 percent; C, 9 or 24.3 percent; and 0, 9 or 
24.3 percent. 
The obtained chi-square for these data of 6.943 with 9 
degrees of freedom was not significant at the .05 level of 
confidence. 
These data showed that the subjects grouped by marital status 
did not perceive any one of the listed conditions during the school 
work stoppage to be more apparent. 
Education (Table 19) 
The responses for the 134 subjects with high school diplomas 
were: A, 25 or 18.7 percent; B, 44 or 32.8 percent; C, 32 or 23.9 
percent; and D, 33 or 24.6 percent. 
The responses for the 124 subjects with bachelor degrees were: 
A, 24 or 19.4 percent; B, 40 or 32.3 percent; C, 32 or 25.8 
percent; and D, 28 or 22.6 percent. 
The responses of the 203 subjects with master degrees were: 
A, 31 or 15.3 percent; B, 71 or 35.0 percent; C, 57 or 28.1 
percent; and D, 44 or 21.7 percent. 
The responses of the 33 subjects with education specialist 
degrees were: A, 1 or 3.0 percent; B, 15 or 45.5 percent; C, 7 or 
21.2 percent; and D, 10 or 30.3 percent. 
For the 22 subjects with doctoral degrees these data revealed 
that the responses were: A, 5 or 22.7 percent; B, 11 or 50.0 
percent; C, 2 or 9.1 percent; and D, 4 or 18.2 percent. 
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The obtained chi-square for thse data of 12.698 with 12 
degrees of freedom was not significant at the .05 level of 
confidence. 
These data showed that the subjects grouped by education did 
not perceive any one of the listed conditions during the school 
strike to be more apparent. 
Assignment at Time of School Work Stoppage (Table 19) 
The responses for the 12 board members were: A, 4 or 33.3 
percent; B, 4 or 33.3 percent; C, 1 or 8.3 percent; and D, 3 or 
25.0 percent. 
The responses for the 41 administrators were: A, 3 or 7.3 
percent; B, 22 or 53.7 percent; C, 7 or 17.1 percent and D, 9 or 
22.0 percent 
The responses of the 327 teachers were: A, 58 or 17.7 
percent; B, 109 or 33.3 percent; C, 88 or 26.9 percent; and D, 72 
or 22.0 percent. 
The responses of the 126 classified employees were: A, 20 or 
15.9 percent; B, 42 or 33.3 percent; C, 29 or 23.0 percent; and D, 
35 or 27.8 percent. 
For the 10 union representatives these data revealed that the 
responses were: A, 1 or 10.0 percent; B, 4 or 40 percent; and C, 5 
or 50.0 percent. 
The obtained chi-square for these data of 18.409 with 12 
degrees of freedom was not significant at the .05 level of 
confidence. 
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These data revealed that the subjects grouped by job 
assignment at the time of the school work stoppage did not 
perceive any one of the listed conditions to be more apparent. 
Current Job Title (Table 19) 
The responses for the 8 board members were: A, 2 or 25.0 
percent; B, 3 or 37.5 percent; C, 1 or 12.5 percent; and D, 2 or 
25.0 percent. 
The responses for the 43 administrators were: A, 4 or 9.3 
percent; B, 24 or 55.8 percent; C, 7 or 16.3 percent; and D, 8 or 
18.6 percent. 
The responses of the 333 teachers were: A, 59 or 17.7 
percent; B, 108 or 32.4 percent; C, 92 or 27.6 percent; and D, 74 
or 22.2 percent. 
The responses of the 128 classified employees were: A, 20 or 
15.6 percent; B, 45 or 35.2 percent; C, 28 or 21.9 percent; and D, 
35 or 27.3 percent. 
For the 4 union representatives these data revealed that the 
responses were: A, 1 or 25.0 percent; B, 1 or 25.0 percent, and C, 
2 or 50.0 percent. 
The obtained chi-square for these data of 14.881 with 12 
degrees of freedom was not significant at the .05 level of 
confidence. 
These data revealed that the subjects grouped according to 
current job titles did not perceive any one of the listed conditions 
during the school work stoppage to be more apparent. 
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Annual Salary (Table 19) 
The responses for the 119 subjects earning between $6,000 and 
$9,999 were: A, 23 or 19.3 percent; B, 41 or 34.5 percent; C, 23 
or 19.3 percent; and D, 32 or 26.9 percent. 
The responses for the 104 subjects earning between $10,000 ad 
$13,999 were: A, 22 or 21.2 percent; B, 26 or 25.0 percent; C, 31 
or 29.8 percent; and D, 25 or 24.0 percent. 
The responses of the 201 subjects earning between $14,000 and 
$17,999 were: A, 29 or 14.4 percent; B, 76 or 37.8 percent; C, 54 
or 26.9 percent; and D, 42 or 20.9 percent. 
The responses of the 72 subjects earning between $18,000 and 
$25,999 were: A, 11 or 15.3 percent; B, 24 or 33.3 percent; C, 19 
or 26.4 percent; and D, 18 or 25.0 percent. 
For the 20 subjects earning over $26,000 these data revealed 
that the responses were: A, 1 or 5.0 percent; B, 14 or 70.0 
percent; C, 3 or 15.0 percent; and D, 2 or 10.0 percent. 
The obtained chi-square for these data of 20.950 with 12 
degrees of freedom was not significant at the .05 level of 
confidence. 
These data revealed that the subjects grouped according to 
annual salary did not differ significantly in their perception of 
which apparent condition existed at the time of the school work 
stoppage. 
Summary 
Sex was the only independent variable in which the perceptions 
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of subjects differed significantly. The other independent variables 
were not statistically significant. 
The most often selected item by a majority of the subjects 
was (B), hostilities were generated between the strikers and 
non-strikers. 
CHAPTER V 
SUMMARY, CONCLUSIONS, IMPLICATIONS AND RECOMMENDATIONS 
Summary of Problems and Methodology 
The problem of this study was to ascertain whether or not 
there were any significant differences in the perceptions of em¬ 
ployees, board members and union representatives of public school 
unionization and the first Atlanta Public School work stoppage. 
The Atlanta Public School System's position has given rise 
to the objectives of this study. Specifically, the purposes of 
this study were to: 
1. delineate issues 
2. cite certain findings of reported perceptions 
3. analyze and compare collected data 
4. suggest implications for future labor relations. 
Research Questions 
1. What were the perceptions of the subjects of this study 
toward collective bargaining? 
2. What were the perceptions of the subjects toward the 
effect of collective bargaining upon the school program? 
3. How did the groups perceive the concerns of management 
and unions? 
4. What were the factors contributing to the work stoppage 
as perceived by the subjects of this study? 
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5. What were the perceptions of subjects toward unions 
among public school employees? 
Subjects 
The subjects of this study are school board members of the 
Atlanta Board of Educaton, The Superintendent's cabinet, AAE, AFT, 
AFSCME, a randomly selected sample of School Administrators, 
Teachers, and Classified Workers. 
Summary of Findings 
1. The majority of the respondents perceived collective bargain¬ 
ing as being a favorable agreement-making process. 
This perception was supported by the following groups: 
(a) Sex - males and females 
(b) Marital Status - single, married, divorced, widowed 
(c) Education - high school diploma, bachelor, master, 
education specialist 
(d) Assignment At Time Of Work Stoppage - administrators, 
teachers, classified employees, union representatives 
(e) Current Job Title - teacher, classified employee, 
union representative 
(f) Annual Salary - less than $26,000 
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This perception was not supported by the following groups: 
(a) Education - doctoral degree 
(b) Assignment At Time Of School Work Stoppage - board members 
(c) Current Job Title - board members, administrators 
(d) Annual Salary - over $26,000 
2. A majority of the' subjects agreed that collective bargaining 
seeks to improve and/or change the instructional program. This 
perception was supported by the following groups: 
(a) Sex - males and females 
(b) Marital Status - all groups 
(c) Education - high school diploma, bachelor, master, 
education specialist 
(d) Assignment At Time of School Work Stoppage - teachers, 
classified employees, board members 
(e) Current Job Title - teachers, classified employees 
(f) Annual Salary - less than $26,000 
The groups not supporting this perception were: 
(a) Education - doctoral degree 
(b) Assignment At Time of School Work Stoppage - administrators 
(c) Current Job Title - administrators, union representatives 
(d) Annual Salary - over $26,000 
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Neutral on this question were: 
(a) Assignment At Time Of School Work Stoppage - union re¬ 
presentatives 
(b) Current Job Title - board members 
3. How did the groups perceive the concerns of management and 
union. 
The respondents perceived that management was concerned with 
those supervisory activities that affect the day to day 
activities of the system. 
The groups supporting this perception were: 
(a) Sex - male and female 
(b) Marital Status - all groups 
(c) Education - all groups except high school diploma 
(d) Assignment At Time of School Work Stoppage - board 
members, administrators, teachers 
(e) Current Job Title - board members, administrators, 
teachers 
(f) Annual Salary - all salaries over $10,000 
The groups not supporting this perception were: 
(a) Education - high school diplomas 
(b) Assignment At Time Of School Work Stoppage - classified 
employees, union representatives 
(c) Current Job Title - classified employees, union represen¬ 
tatives 
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(d) Annual Salary - Salaries less than $10,000 
4. What were the factors contributing to the work stoppage. 
The factors that the respondents perceived as contributing 
to the work stoppage were the right to negotiate with the 
Atlanta Board of Education and withdrawal by the Atlanta 
Board of Education of the proposed salary increase. 
This position was supported by the following: 
(a) Sex - males and females 
(b) Marital Status - single, married, divorced, widowed 
(c) Education - high school diplomas, bachelor, master, 
education specialist 
(d) Assignment At Time Of School Work Stoppage - board 
members, administrators, teachers, classified employees 
(e) Current Job Title - board members, teachers, classified 
employees 
(f) Annual Salary - under $18,000 
Not Supporting this position were: 
(a) Education - doctoral degree 
(b) Assignment At Time Of School Work Stoppage - union 
representatves 
(c) Current Job Title - union representatives 
(d) Annual Salary - over $18,000 
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5. What were the perceptions of subjects toward unions among 
public school employees? 
The majority of respondents perceived unions among public 
school employees as being favorable. 
This perception Was supported by the following groups: 
(a) Sex - males and females 
(b) Marital Status - single, married, divorced 
(c) Education - bachelor, master, education specialist 
(d) Assignment At Time Of School Work Stoppage - teachers 
union representatives 
(e) Current Job Title - teachers, union representatives 
(f) Annual Salary - $10,000 to $26,000 
This perception was not supported by the following groups: 
(a) Marital Status - widowed 
(b) Education - high school diploma, doctoral degree 
(c) Assignment At Time of School Work Stoppage - board members, 
administrators, classified employees 
(d) Current Job Title - board members, administrators, classi¬ 
fied employees 
(e) Annual Salary - under $10,000 and over $26,000 
6. The findings for hypotheses on respondents perceptions of public 
negotiations are as follows: 
(a) Males and females from the entire spectrum of respondents 
perceived collective bargaining as being a favorable 
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agreement-making process, therefore the hypothesis that 
states that there are no significant differences between 
male and female subjects in their perceptions of nego¬ 
tiations in public schools is accepted. 
(b) According to marital status, the internal variation by 
the widowed group in their perception of collective 
bargaining was sufficient to produce statistically signi¬ 
ficant differences, therefore, the hypothesis that states 
that there are no significant differences between the 
subjects grouped according to marital status in their 
perceptions of negotiations in public schools is rejected. 
(c) The deviations in the perceptions of collective bargaining 
of the respondents with doctoral degrees were sufficient 
to produce statistically significant differences, there¬ 
fore, the hypothesis which states that there are no signi¬ 
ficant differences between the subjects grouped according 
to education in their perceptions of negotiations in 
public schools is rejected. 
(d) According to assignment at time of the school work stop¬ 
page the deviations of board members, administrators and 
union representatives were sufficient to produce statis¬ 
tically significant differences in their perception of 
collective bargaining, therefore, the hypothesis which 
states that there are no significant differences between 
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the subjects grouped according to job assignment at time 
of the work stoppage in their perceptions of negotiations 
in public schools is rejected. 
(e) According to current job titles the deviations of board 
members, administrators and union représentaitves were 
sufficient to produce statistically significant differences 
in their perceptions of collective bargaining, therefore, 
the hypothesis which states that there are no significant 
differences between the subjects grouped by current job 
titles in their perceptions of negotiations in public 
schools is rejected. 
(f) According to annual salary the differences in the per¬ 
ceptions of the various salary groups were great enough 
to produce statistically significant differences, there¬ 
fore, the hypothesis which states that there are no 
significant differences between the subjects grouped 
according to annual salary in their perceptions of nego¬ 
tiations in public schools is rejected. 
7. Findings for the hypotheses of the respondents perceptions 
of the Atlanta Public schools work stoppage are as follows: 
(a) Males and females were in agreement in their selections 
of the variables which expressed their perceptions which 
were related to the causes and effects of the Atlanta 
Public Schools work stoppage; therefore, the hypothesis 
which states that there are no significant differences 
between male and female subjects in their perception 
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of the causes and effects of the Atlanta Public Schools 
work stoppage is accepted. 
(b) The groups according to marital status were in agreement 
in their selection of the variables which expressed their 
perceptions of the causes and effects of the Atlanta Public 
Schools work stoppage; therefore, the hypothesis which 
states that there are no significant differences between 
the subjects grouped according to marital status in their 
perceptions of the causes and effects of the Atlanta 
Public Schools work stoppage is accepted. 
(c) The groups, according to education, were in agreement in 
their selection of the variables which expressed their 
perceptions of the causes and effects of the Atlanta 
Public Schools work stoppage; therefore, the hypothesis 
which states that there are no significant differences 
between the subjects grouped according to their education 
in their perceptions of the causes and effects of the 
Atlanta Public Schools work stoppage is accepted. 
(d) The groups according to assignments at the time of the 
school work stoppage, varied significantly in their 
selections of the variables which expressed their 
perceptions of the causes and effects of the Atlanta 
Public Schools work stoppage especially board members 
and union representatives; therefore, the hypothesis 
which states that there are no significant differences 
between the subjects grouped according to job assign- 
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merits at the time of the work stoppage in their perceptions 
of the causes and effects of the Atlanta Public Schools 
work stoppage is rejected. 
(e) According to current job titles, the groups varied signi¬ 
ficantly in their selections of the variables which ex¬ 
pressed their perceptions of the causes and effects of 
the Atlanta Public Schools work stoppage, especially 
board members and union representatives; therefore, the 
hypothesis which states that there are no significant 
differences between subjects grouped by current job 
titles in their perceptions of the causes and effects 
of the Atlanta Public Schools work stoppage is 
rejected. 
(f) According to annual salaries, the groups varied signfi- 
cantly in their selection of the variable which expressed 
their perceptions of the causes of the Atlanta Public 
Schools work stoppage but did not vary significantly 
in their selection of the variables which expressed 
their perceptions of the effects of the work stoppage, 
thus, the hypothesis which states that there are no 
significant differences between the subjects grouped 
by annual salary in their perceptions of the causes 
and effects of the Atlanta Public Schools work stoppage 
is rejected for causes of the work stoppage, but is 
accepted for the effects of the work stoppage. 
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Conclusions 
The findings of this study concerning the formal operating 
groups (board members, administrators, teachers, classified employ¬ 
ees) within the school system and the union officials warrant the 
following conclusions: 
1. The positions (assignment) of individuals influenced both 
their perceptions of negotiations and their perceptions 
of the Atlanta Public Schools work stoppage. 
2. The perceptions of the respondents in this study formed 
two camps on collective bargaining; this continued on 
over the intervening years. On the one hand board 
members and administrators were joined by classified 
employees to point out the negative impact of collective 
bargaining whereas teachers and union representatives 
seemed to recognize little harm as coming to the general 
public from collective bargaining and handling it in the 
same way as the private sector. 
3. The respondents perceived that the concerns of management 
were centered in staffing and operating the system whereas 
the concerns of the union centered in employee benefits, 
wages and the condition of work and the right to be in¬ 
volved in decision-making. 
4. Respondents perceived that the work stoppage was caused by 
the failure of the Atlanta Board of Education to address 
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union concerns, particularly the insistance that employees 
have the right to negotiate and the right to the promised 
salary increase. 
5. The work stoppage was perceived by all to stimulate 
the Board (1) to take a more active role in employer- 
employee relations, (2) to increase allocation of funds 
for salaries of employees, and (3) to establish a sharing 
in the decision-making process by unions and the Atlanta 
Board of Education. 
6. Concerning strike support: 
(a) The respondents perceived strong support came from 
other unions (even though it was generally perceived 
that AAE and AFSCME did not have national office 
support) followed by support by citizens and parents. 
(b) The general consensus was that the administrative 
staff held sympathy but not support for the strikers. 
(c) Hostilities were generated between strikers and non¬ 
strikers. 
Implications 
1. Relative to the local situation which gave rise to the 
study: 
(a) It would appear that more harmony and satisfaction 
would result in the organization if the decision¬ 
making process allow involvement by those who are 
affected by the results. 
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(b) It would appear that better lines of communication 
would lessen the amount of discrepancies demonstrated 
in the perceptions of the principal participants 
involved. 
(c) In light of the evident belief of all parties (except 
union officials) that legislation is needed and the 
confusion regarding the present legal status of 
collective bargaining in Georgia, it would appear 
that the State legislature sould prepare a position 
for the State. 
2. Relative to theoretic constructs the study tends to sup¬ 
port the evidence from the behavioral sciences on: 
(a) perception - persons see the same facts in different 
lights depending on job assignments, experiential 
background and relative position in the organization. 
(b) communication - persons encode, decode and transmit 
messages according to their perceptions, job assign¬ 
ment and experiences. 
(c) decision-making - persons make decisions and react 
to decisions made by others according to their per¬ 
ceptions of the organization and the way they per¬ 
ceive the organization sees them. 
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Recommendations 
1. It is recommended that the Atlanta Board of Education 
establish a paradigm for input into the decision¬ 
making process that will be acceptable to both the Atlanta 
Board of Education and employee organizations. 
2. It is recommended that the Atlanta Public Schools develop 
a public relations division whose responsibility would be 
to keep the public informed at all times of Atlanta Public 
Schools concerns. 
3. In light of the ambivalence demonstrated by administrators 
in their varying perceptions of thier roles, it is recom¬ 
mended that the Atlanta Board of Education establish an 
inservice program for managers and supervisors which will 
train them for crises situations. 
APPENDIX 
Letter to Participants 
Collective Bargaining and Negotiations Inventory 
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October 1, 1979 
Dear Participant: 
I am involved in a descriptive survey research study entitled, "A 
Comparative Analysis of Perceptions of Employees, Board Members and 
Union Representatives of Public School Unionization and The First Atlanta 
Public School Work Stoppage." The study is being conducted in partial 
fulfillment of the requirements for the degree of doctor of education at 
Atlanta University. I believe that completion of this study will provide 
a worthwhile contribution to the literature. It is also believed that the 
study will provide information that will enhance the effectiveness of 
administrators and board members of the Atlanta Public Schools in 
seeking solutions to similar problems in the future. To this end I am 
soliciting your help by requesting that you read this Collective 
Bargaining and Negotiations Inventory and indicate your response on 
the enclosed answer sheet. 
Please return this answer sheet to me in the enclosed, 
self-addressed, stamped envelope. 
Sincerely, 
James E. Johnson 
Assistant Superintendent 
Atlanta Public Schools 
COLLECTIVE BARGAINING AND NEGOTIATIONS INVENTORY 
Strictly Confidential 
Directions : For the purpose of this inventory, collective bargaining is 
defined as a negotiating and agreement-making process, and not merely 
an opportunity to be heard. The aim of this instrument is to gather 
researchable information on the first Atlanta school system work 
stoppage. The inventory consists of three parts: Demographic 
Characteristics, Public Unionization Perceptions and Perceptions of the 
First Work Stoppage. Please answer all of the items to the best of your 
ability. A computerized answer sheet has been provided; please use 
only the side labeled ATLANTA PUBLIC SCHOOLS--GP1. Start with item 
one (1), bubbling your response and proceed horizontally through item 
twenty-five (25). There should be one circle completely blackened for 
each item one (1) through twenty-five (25). If exact answers are not 
possible, give your best estimate. It is not necessary for you to write 




1. Sex (select one) 
Male A 
Female B 





3. What is your highest academic level? 





4. Which of the following best described your assignment 
during the First School Strike? 
School Board Member A 
Administrator B 
Teacher C 
Classified Employee D 
Union Representative E 
5. What is your current job title? 
School Board Member A 
Administrator B 
Teacher C 
Classified Employee D 
Union Representative E 
6. Which of the following best describes your annual 
salary? (select one) 
$6,000 to 9,999 A 
10.000 to 13,999 B 
14.000 to 17,999 C 
18.000 to 25,999 D 
over $26,000 E 
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PART II 
PUBLIC UNIONIZATION PERCEPTIONS 
This section of the inventory is scored in the following manner 
(A) Strongly Agree (SA), (B) Agree (A), (C) Disagree (DA), and 
(D) Strongly Disagree (SDA). Please select only one response. 
Completely darken the number on the answer sheet which corresponds 
to your selection. 
7. Collective bargaining all too often fails to consider the 
general welfare of the public. 
(A) SA (B) A (C) DA (D) SDA 
8. School employees should not be allowed to strike due to 
the nature and importance of their employment. 
(A) SA (B) A (C) DA (D) SDA 
9. Collective bargaining hampers the ability of a local 
school system to carry out its mission to educate. 
(A) SA (B) A (C) DA (D) SDA 
10. Public school negotiations should not be conducted in 
the same manner as in the business/industry sector. 
(A) SA (B) A (C) DA (D) SDA 
11. There is a need for state statues and laws in order to 
better define the responsibility of local educational 
systems in negotiations. 
(A) SA (B) A (C) DA (D) SDA 
12. Public school negotiations seek to improve and/or change 
the instructional program. 
(A) SA (B) A (C) DA (D) SDA 
13. It is difficult to have a sound and workable educational 
program without competitive salaries. 
(A) SA (B) A (C) DA (D) SDA 
14. It is illegal for boards of education to negotiate with 
unions in Georgia. 
(A) SA (B) A (C) DA (D) SDA 
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PART III 
PERCEPTIONS OF THE FIRST SCHOOL WORK STOPPAGE 
This section seeks to gather information on individual perceptions 
and understanding of the first work stoppage ever in the Atlanta Public 
School System. 
15. Which of the following best describes management concerns? 
(select one) 
(A) Academic Rules and Regulations, Preparation Time for 
Teachers, Duty Free Lunch 
(B) Assignment of Staff, Selection, Evaluation, Curriculum, 
Promotions 
(C) Wage & Economic Fringes, e.g., Salary, Sick Leave, 
Health Plans 
(D) Participatory decision-making, discussions as equals 
16. Which of the following best describes union concerns? 
(select one) 
(A) Academic Rules and Regulations, Preparation Time for 
Teachers, Duty Free Lunch 
(B) Assignment of Staff, Selection, Evaluation, Curriculum, 
Promotions 
(C) Wage & Economic Fringes, e.g., Salary, Sick Leave, 
Health Plans 
(D) Participatory decision-making, discussions as equals 
17. Employee organizations of the Atlanta School System created 
a work stoppage for the following reason. (select one) 
(A) The right to negotiate with the Atlanta Board of 
Education 
(B) Withdrawal of the Atlanta Board of Education of a 
proposed salary increase 
(C) Exclusive recognition by the Atlanta Board of Education 
of the unions 
(D) Dues check off 
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18. The coalition between AFSCME and AAE was brought about for 
the following reason. (select one) 
(A) The parent organizations NEA and AFSCME National 
ordered the coalition 
(B) AFSCME local initiated the coalition because they 
could not effect a work stoppage of the Atlanta 
Public Schools alone 
(C) AAE initiated the coalition because they could not 
effect a work stoppage of the Atlanta Public Schools 
alone 
(D) The local unions AAE and AFSCME initated and formulated 
the coalition without encouragement from their national 
organizations. 
19. The work stoppage caused the Atlanta Board 
of Education to: (select one) 
(A) Take a more active role in employee-employer relations 
(B) Take a more active role in planning, goal setting, 
priority setting 
(C) Recognize labor unions as the exclusive representatives 
of their members who are employees of the Atlanta Board 
of Education 
(D) Allow input from labor unions in the decision-making 
process 
20. The work stoppage involved the following 
interest groups: (select one) 
(A) The Atlanta Chamber of Commerce 
(B) The Fulton County Delegation of State Legislators 
(C) The State Legislature 
(D) Judges of the Superior Court 
21. The work stoppage had the following effect 
on the funds allocations of the Atlanta Public Schools: 
(select one) 
(A) An increased allocation of funds to services which 
benefit children 
(B) An increased allocation of funds for salaries of 
employees 
(C) A diminishing of the allocation of funds for all 
services 
(D) An increase of the allocation of funds for all services 
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22. The work stoppage had the following effect 
on the decision-making process in the Atlanta Public Schools: 
(select one) 
(A) A reduction in the decision_making authority of the 
Atlanta Board of Education 
(B) A reduction of the decision-making authority of the 
school administrators 
(C) An increase in the decision-making process by employees 
(D) A sharing in the decision-making process by unions and 
the Atlanta Board of Education 
23. The work stoppage was supported by the 
following: (select one) 
(A) Citizens and parents 
(B) The news media 
(C) Other labor unions 
(D) The Community Relations Commission 
24. During the work stoppage the feeling of 
most middle management staff of the Atlanta Public Schools 
(principals, supervisors, foremen) was: (select one) 
(A) Support for the strikers 
(B) Support for the administration 
(C) Sympathy but not support for the strikers 
(D) Sympathy but not support for the administration 
25. During the work stoppage the following 
was apparent: (select one) 
(A) Students were unaware of the strike 
(B) Hostilities were generated between strikers and 
non-strikers 
(C) Students were aware of the strike and sympathetic 
with the strikers 
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Conduction Rate of the Sciatic Nerve of the 
Turtle" 
Atlanta University, Atlanta, Georgia 
Degree: Master of Arts, Educational Administration 
Research Project: "A Comprehensive Handbook for 
First Year Teachers in the Atlanta Public Schools" 
Georgia State University, Atlanta, Georgia 
Courses in Educational Administration 
(Field Research, Advanced Seminar, School 
Personnel Administration, Urban Sociology, 
Politics of Educational Administration) 
-220- 
221 
1974 Atlanta University, Atlanta, Georgia 
E.P.D.A. Doctoral Candidate 
10/78-Present 
EMPLOYMENT HISTORY 
ATLANTA PUBLIC SCHOOLS, Atlanta, Georgia 
Assistant Superintendent, Personnel Division 
1/76-9/78 ATLANTA PUBLIC SCHOOLS, Atlanta, Georgia 
Director, Employee Relations 
4/74-7/74 ATLANTA PUBLIC SCHOOLS, Atlanta, Georgia 
Acting Assistant Superintendent, Personnel Division 
6/73-4/74 ATLANTA PUBLIC SCHOOLS, Atlanta, Georgia 
Director, Personnel 
6/71-6/73 ATLANTA PUBLIC SCHOOLS, Atlanta, Georgia 
Principal, S. H. Archer High School 
8/69-6/71 ATLANTA PUBLIC SCHOOLS, Atlanta, Georgia 
Coordinator, Personnel Division, Department of 
Recruitment and Placement 
8/61-8/69 HERFF JONES COMPANY, Indianapolis, Indiana 
Manufacturer's Representative 
8/57-8/60 ATLANTA PUBLIC SCHOOLS, Atlanta, Georgia 
Physics and Science Teacher, S. H. Archer High 
8/56-8/57 DEKALB COUNTY SCHOOLS, Decatur, Georgia 
Seventh Grade Teacher 
7/54-8/57 EAST LAKE COUNTRY CLUB, Atlanta, Georgia 
Waiter 
7/51-7/54 UNITED STATES MARINE CORPS 
Infantry and Artillery 
